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ABSTRACT OF GRADUATE STUDENT RESEARCH
Dissertation

Andrews University
School o f Education

Title:

SELECTED ROLES/FUNCTIONS OF TECHNICAL/VOCATIONAL
EDUCATION ADMINISTRATORS IN BARBADOS AND THE NEED FOR
FURTHER PREPARATION AND CONTINUING PROFESSIONAL
DEVELOPMENT

Name o f researcher: Cecil I. Cummins
Name and degree o f chair: Lyndon Furst. Ed.D.
Date completed: October 1997
The purpose o f this study was to identify the roles/functions o f
technical/ vocational education (TVE) administrators in Barbados and to ascertain their
personal needs for further preparation and continuing professional development.
The population for the study consisted o f 115 TVE administrators from the
Ministry o f Education, tertiary institutions, vocational centers, Grammar schools, and
Newer secondary schools. The survey method was used to gather the data. All
respondents were asked to complete a 87-item questionnaire which described various
roles/functions associated w ith the administration o f TVE programs under eight major
categories. For each role descriptor, respondents were asked to indicate how important it
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was to their success as a TVE administrator and their need for continuing professional
development. The data was analyzed using one-way analysis o f variance.
The major findings in the study were:
1. TVE administrators perceived six o f eight categories to be very important to
their position. School/Community Relations and Business and Financial Management
were not considered as being important to their job.
2. While the highest expressed need was in the category o f Staff Relations. TVE
administrators expressed little need for further preparation in any other category.
3. There were no differences among TVE administrators in the perception o f the
importance o f their roles/functions based on educational background, but those who were
permanently employed and appointed in their jo b attached a higher level o f importance to
certain roles/functions than those who were o f "other” status.
4. TVE administrators who worked in "other” institutions and Newer secondary
schools attached a higher level o f importance to certain roles/functions than those in
G ram m ar schools.
5. There were no differences among TVE administrators with regard to their
perception o f their need for further preparation within the eight categories based on
tenure in position or educational setting although TVE administrators with less than B.A.
degrees expressed a greater need for further preparation than TVE administrators with
B.A. degrees or graduate degrees.
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CHAPTER I

INTRODUCTION

Background of the Problem
Barbados has shared a colonial heritage sim ilar to that o f its neighboring
Caribbean Islands. It experienced British political, economic, and educational dominance
for over 300 years until it attained nationhood when it gained political independence from
Britain in 1966. Consequently. Barbados inherited the British educational system , which
was developed after the European classical tradition (Brathwaite. 1958). Early 20Ihcenturv reports on education in the British West Indies supported Brathwaite's opinion on
the nature o f such education and further commented that, in practice, it was the "preserve
o f those who could afford it and was valued by fee paying families who saw it as a
passport to white-collar occupation and a recognized social status" (Gordon, 1968. p. 34).
In these plantation economies (Beckford. 1972), education did not reflect national
needs, thereby contributing to underdevelopment. Beckford stated: “For the most part
what education became available was irrelevant to the need o f a dynamic so c ie ty .. . . The
content is heavily weighted to the supply o f administrative (clerical) skills w ith little or
no em phasis on technical and managerial skills'’ (p. 208).
The above view was also supported by the Barbados government in the
Development Plan. 1973-1977. which stated: “When Barbados was a m ono-crop

1
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economy, the only skills in demand were those o f the merchant, planter, doctor, lawyer,
teacher and administrator. Consequently the educational system was an elitist one geared
to producing, out o f many, a few academic students needed for university training"
(Barbados Office o f Ministry o f Economic Affairs. 1993. p. 10: hereafter referred to as
BOMEA).
The few academics referred to above were a mere 2%-3% who could m aster the
inherited curricula (Bacchus. 1980). This situation demanded a curricula that met the
needs o f the vast numbers o f school-leavers and leadership skills to ensure that it be
successfully implemented.
According to Gordon (1968). British authorities in the West Indies doubted
whether the bookish, verbal, and classical-oriented studies leading to the Cambridge
examinations were the best preparation for the developmental needs o f the West Indies
Colonies. He also noted that comments o f a sim ilar nature were penned in the Trinidad
Education Report o f 1916 (p. 34), and that o f Gray in British Guiana in 1925 (p. 35). The
Trinidad Report advocated alternatives to classical studies and called for the introduction
o f bookkeeping, shorthand, and typing. It also recommended administrative reform.
A major breakthrough came from The M arriott-M ayhew Report in the 1930s
(Gordon, 1968), which introduced entirely new ideas on secondary education and
recommended the introduction o f the "Secondary M odem School.” It called for a
curriculum that was practical in nature to be accompanied by: “a cultural basis o f general
education directed essentially to the stimulation o f interest in the pupils' social and
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industrial, agricultural and commercial pursuits or for social service in Primary school or
elsewhere" (p. 36).
Gordon (1968) further observed that the Marriott-Mayhew Report and the Moyne
Report 1939 were controversial, and that they were not readily received. They recorded
“a good deal o f local opposition" as it was widely felt that the Secondary M odem School
was a threat to the traditional school and w ould result in the lowering o f educational
standards (p. 37). B. A. Miller (1985). in an examination o f earlier reports on education
in the Caribbean, also referred to the Marriott-Mayhew report. She termed it "Modem"
as it presented secondary' education and vocational training in relation to the economic.
industrial, and professional conditions and needs (B. A. Miller, 1985).
Barbados has progressed from an agrarian society to a manufacturing and
service-oriented economy, with the tourism sector the major plank on which the economy
is built. The government in noting this evolution stated:
With the growth o f tourism and manufacturing and the changing nature o f
agriculture, there is now a demand for a more egalitarian and functional system
which can in addition to administrators and teachers produce engineers, artisans,
managers, architects, accountants, surveyors and a variety o f other technical and
professional personnel. Educational planning must, therefore take place within
the context o f national development and be geared to respond rapidly to the
changing structure o f the economy. (BOMEA, 1973, p. 10)
Politicians, educational planners, curriculum specialists, social commentators, and those
concerned with education in the Third World nations are becoming increasingly aware
that investment in traditional education as inherited from colonial masters does not yield
the anticipated or long-term results. A developing Third World country, such as
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Barbados, does not have available to it the resources to provide the education required to
meet the 21 st century-.
Many countries worldwide have experienced a downturn in their economies and
indeed Barbados did not escape this development. In a country where 21% (BOMEA.
1973) o f total budget expenditure had been previously allocated to the educational sector,
one can imagine the limitations these economic stringencies would have placed on
educational development as financial resources became relatively scarce.
The Barbados government was cognizant o f this situation and made the following
statement:
Persistent negative economic growth, starting during the first quarter o f 1990. and
the stabilization program of 1991/92. have greatly contributed to the limited
achievement o f some o f the most important goals and objectives. These
circumstances led to the imposition o f budgetary restraints on the education
sector. (BOMEA. 1993, p. 55)
Historically, the social services, which includes education, appeared to be the
foremost casualties whenever countries experienced economic difficulties. This
developm ent prompted a leading Barbadian politician, and formerly the Minister of
Education. Honorable Billie Miller, to remark: "The struggle then as now was between
economy and efficiency and the same contestant always seem to win” ( B. A. Miller.
1985, p. x).
These economic circumstances have impacted heavily on policy makers and
professional educators who are currently confronted with many difficult problems.
Examples include providing students with relevant job-entry skills, designing instruction
for career development, and responding to the needs o f less privileged students and
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5
keeping pace with social, economic, and technological developments. These concerns
have tended to place technical and vocational education in a more prominent role, in
meeting the needs o f young people in a world o f work as well as meeting the national
objectives.
It must be observed that such developments will place in focus the type o f
leadership as demonstrated by technical/vocational administrators in Barbados. This is
especially crucial as government has determined that the educational system be as
efficiently managed as possible (BOMEA. 1973). The document states: "This will
require the recruitment o f competent and able persons in the administration, in the
reorganization and expansion o f staff and the constant search for innovative techniques to
ensure maximum efficiency" (p. 10).
Despite these limitations, a measure o f success has been achieved in educational
development since the 1970s. but it is still inadequate to meet current needs. B. A. M iller
(1985) noted that there is an on-going need for para-professionals at all levels and
management skills are in scarce supply. She further made the point that traditional
education was deficient in two respects: its tools and its style o f thinking.
In response to these concerns, the government o f Barbados, through the Ministry
o f Education, has introduced vocational education in all public secondary schools in
Barbados to certificate level. Prior to this, education had followed a traditional English
format with heavy emphasis on academic subjects. Williams (1968), writing about
education in the British W est Indies, reinforced this opinion when he stated:
Secondary education in the colonies had been copied from the 19th century
models in Europe and the United States but have not kept in pace with the
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originals. Post primary was limited to one kind o f school: the academic, college
preparatory type, pointing towards the clerical officials and professional calling.
. . . Such people develop a stigm a for manual labor, which already has to struggle
against the stigma impressed upon it. by long association in many colonies with
slavery, (p. 12)
Thus this academic-type education, which was also known as general education,
has continued but the curriculum has been expanded to include a listing o f technical
education subjects. Through a series o f options, students can select a number o f subjects
including woodwork, metalwork, technical drawing, home economics, and arts and craft.
For the purpose o f this study, the current subjects that comprised the technical/vocational
education curriculum as practiced in Barbados are presented in Table 1.
This study program was not geared to the importation o f specific job skills but its
thrust was to provide a sound general education (classical education) (Barbados Office o f
M inistry o f Education and Culture, 1993; hereafter referred to as Barbados Ministry o f
Education). This statement seemed to confirm public opinion as it is increasingly being
observed that school leavers are ill-equipped for the world o f work and that the
curriculum must address this need by ensuring that school-leavers possess marketable job
skills.
Francis et al. (1994) reported:
In the first two and sometimes three years at secondary school, students are
exposed to a curriculum comprising o f academic and TVET subjects. At the end
o f the third year, each student m akes choices and starts to specialize, thus it will
be seen that the bulk o f the specialization begins at fourth year continuing to the
fifth year. At this level students prepare and take the examinations that are
offered by the various examinations bodies, (p. 3)
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These examination bodies are Caribbean Examination Council (CXC), University
o f Cambridge. University o f London. Pitman Examination Institute, and The London
Chamber o f Commerce.

TABLE 1
TECHNICAL AND VOCATIONAL EDUCATION CURRICULUM

INDUSTRIAL
ARTS

HOME
ECONOMICS

BUSINESS
STUDIES

ARTS AND
CRAFT

Building
Technology

Home Management

Principles o f
Business

Art

Woods

Food and Nutrition

Principles o f
Accounts

Arts and
Craft

Mechanical
Engineering

Clothing and Textiles

Typing

Ceramics

Electrical
Technology

Shorthand

Jewelry

Craft Design and
Technology

Information
Technology

Leather craft

Technical Drawing

The tertiary-level institutions in Barbados are: (1) Barbados Community College.
(2) Erdiston Teachers’ Training College, (3) The Samuel Jackman Prescod Polytechnic,
and (4) The University o f The West Indies. All are involved in the preparation and
delivery o f Technical Vocation Education Training. Their role is dual, for coupled with
the need to have up-to-date preparation programs for aspiring technical education
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administrators is the need to determine continuing professional development areas for
practicing administrators.

The Barbados Community College
Barbados Community College, a tertiary institution, was established in 1969. It
has developed a 2-vear Associate Degree in limited areas o f TVET. It has collaborated
with Erdiston Teachers' Training College in the delivery o f training in
technical/vocational subjects.
Government officials have lamented the limited progress made in developing a
technical and vocational training program and also the failure o f the institution to achieve
a balance between academic and vocational education (BOMEA. 1988).

Erdiston Teachers' Training College
Erdiston Teachers' Training College has offered a 2-year training course for non
graduate secondary-school teachers. At this level, teachers received training in Business
Education, Home Economics, and Industrial Arts. The Home Economics program was
delivered in conjunction with the Samuel Jackman Prescod Polytechnic, while Erdiston,
Barbados Community College, and the Polytechnic collaborated in the delivery o f the
Industrial Arts program. Final assessment and certification o f the teachers in these
programs were undertaken by the University o f The W est Indies through the Faculty o f
Education (Barbados Ministry o f Education, 1993). The docum ent stated in part:
As we look forward to the twenty-first century, a revised mandate has been given
to Erdiston Teachers’ Training College to retrain teachers at both the Primary and
Secondary levels. It is anticipated that this new thrust will provide professionals
with the opportunity to upgrade their skills in: a. Educational innovations and new
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curricula, b. Testing and measurement, c. Teacher professional development and
d. Educational administration. (Barbados Ministry o f Education. 1993, p. 6)

The Samuel Jackman Prescod Polytechnic
The Samuel Jackman Prescod Polytechnic’s function has been to collaborate with
The Erdiston Teacher’s Training College in the preparation o f technical/vocational achers
for the secondary schools in Barbados.

The University of the West Indies
The University o f the West Indies. Faculty o f Education, located in Barbados,
through its in-service section has provided Diploma education training for graduate
teachers in secondary schools. Four types o f teacher-training program s are offered:
1. The I-year In-service Diploma in Education course is aimed at equipping
secondary graduate teachers to specialize in the teaching o f individual subjects.
2. A 1-year Certificate in Educational Management is offered and targeted at Head
teachers. Deputy Head teachers. Senior teachers, Heads o f Departments. Education
Officers, and other teachers who demonstrated the potential to becom e school and
educational administrators.
3. A Bachelor o f Education Degree Program, with specialized options, which
includes Educational Administration, is offered.
4. Finally, the faculty has mounted a series o f seminars (workshops) focused on
specific areas o f need. It m ust be noted that there are no undergraduate or graduate
programs in TVET offered at this institution.
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In conducting oral interviews with technical education administrators, one sensed
the degree o f frustration they experienced, especially at the lack o f training opportunities
and desired possibilities for advancement. In a study prepared for the United Nations
Educational. Scientific, and Cultural Organization (UNESCO) under the aegis o f the
M inistry of Education in Barbados, the working group reported:
Initial training is provided for Technical Vocational teachers, but unlike their
colleagues, in the regular academic subjects, they cannot obtain degrees locally.
A number o f them therefore leave their discipline to pursue a degree in regular
subjects in pursuit o f improved status, salary and promotion. (Barbados Ministry
o f Education. 1993. p. 13)
The above-mentioned situation as reported is an accurate representation o f the
situation as presently exists in Barbados and echoed by technical/vocational teachers.
This exodus has resulted in the loss o f potential technical/vocational administrators from
the system as they pursue alternative career paths that they consider more rewarding.
Goodridge (1985) commented: "O ur first task must be to find effective ways o f
identifying persons who have the qualities o f intellect and personality, personal and
professional commitment, and capacity for further professional developm ent" (p. 88).
Campbell and Gregg (1957) expressed a pertinent view on this issue and its
relevance to national and technological development. They stated:
One o f the indispensable ingredients o f a technological society is trained
manpower. Technological progress stalls in the face o f shortage o f trained
personnel. Consequently, nations which have advanced m ost rapidly in
technology have found it necessary to accom pany this progress with extended
educational programs, (p. 56)
Errol Miller (1985), in addressing the issue o f the training o f educational
administrators in the Commonwealth Caribbean, makes the point that one o f the
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unwritten qualifications for an educational administrator in the Caribbean is that one must
have had a number o f years* teaching experience. He is also o f the opinion that
administrators are usually prepared for their responsibilities informally through a system
o f in-service apprenticeships. Thus one is able to become an educational administrator
without having received professional training as a teacher or as an administrator as
promotion is obtained based on one's years o f teaching experience.
E. M iller (1985) further highlights the point that the Caribbean has not yet moved
to the position where a pool o f personnel trained in administration is created within the
system and then the various opportunities arise for them to be promoted to administrative
posts. He further observed, that at present, "this pattern o f preparation for administration
is strongly biased in favor o f the administrator continuing and perpetuating the Status
Q uo” (p. 38).
Governments in the Caribbean have become increasingly aware o f the need for
training administrators. The Barbados government has turned to international, regional,
and local agencies for assistance in this regard. Among these are the following:
UNESCO, The Commonwealth Secretariat, The University Council for Educational
Administration, The Commonwealth Council for Education Administration, University o f
the W est Indies, and the Caribbean Council o f Educational Administrators (CARCEA).
The need to develop the administrative skills o f educational administrators has
been forem ost in the planning o f the M inistry o f Education. This is reflected in the
following statement: "The Ministry o f Education will undertake a number o f reforms
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measures in its central administration which are designed to improve the planning and
management o f the education and the training sector" (BOMEA. 1993. p. 6).
Jenkins (1991) addressed this issue o f school leadership/administration and
contended that it was time to adopt a new leadership approach to create effective ideas
about organization. He argued that traditional models o f leadership that were
characterized by words as systems, accountability, control, status, and hierarchy were not
as useful as they once were for satisfying social and national demands on schools.
Indeed, this call should be the focal point o f technical/vocational education administrators
in Barbados as they examine the need for further preparation and continuing professional
development.

Statement of the Problem
In the Barbados government's development plan for education from the 1960s to
the present. 1993-2000. the dom inant them e-the lack o f administrative skill in the
delivery of technical/vocational education training—was continually highlighted. In the
1993-2000 plan and under the caption "Issues in TVET (Technical Vocational Education
Training) Programs" the deficiencies were forcibly and comprehensively illustrated. The
document stated:
TVET programs are deficient in quality o f instruction, am ount o f instructional
material and type o f curriculum. Quality instruction is weakened by the fact that
teacher training programs are linked to basic levels and there is no
appraisal/feedback sy ste m .. . . In addition curriculum weaknesses are evidenced
in absence o f staff training, inappropriate accreditation standards and lack o f
mechanisms for conducting rigorous program reviews. Instructional capabilities
are weak in key areas o f educational planning and research, curriculum
development, financial management, information technology and testing and
management. (BOMEA, p. 57)
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Some initiatives have emerged that aimed at em phasizing the integration o f
academic and vocational education, and providing greater opportunities for "less
academically" inclined students. Attention is being focused on developing competencybased evaluation for technical/vocational programs and also on organizing and
implementing school-to-work transition programs. In view o f these developments, it was
necessary for criteria to be established for the determination o f roles/functions o f
tecltnical/vocational education leaders in Barbados. Second, it was necessary that
opportunities be made available to facilitate continuing professional development
programs and activities for practicing administrators.
To date, a study has not been conducted to determ ine the competencies required
by technical/vocational education administrators in Barbados, nor has information been
collected on their continuing professional development needs.

Purpose of the Study
The primary purpose o f the study was to collect and analyze data to identify the
roles/functions o f technical/vocational education administrators in Barbados and to
identify their personal needs for further education and continuing professional
development.
In addition, the study addresses the differences between survey respondents
according to their educational background, tenure in position, and educational setting.
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R esearch Q uestions
The following research questions are addressed in this study.
1. What do technical/vocational education administrators perceive to be the
importance o f each o f the selected roles/functions?
2. What differences exist among technical/vocational education administrators
regarding their perceptions about administrator roles/functions, comparing the variables
of educational background, tenure in position, and educational setting?
3. What do technical/vocational education administrators perceive to be their
degree o f need for further preparation and continuing professional development in each
selected role/function?
4. What differences exist among technical/vocational education administrators
regarding their professional developm ent needs, com paring the variables o f educational
background, tenure in position, and educational setting?

Significance o f the S tu d y
It is anticipated that the findings and analysis from the study will be useful in
highlighting training and developm ent needs among technical/vocational education
administrators. It is hoped that it will also identify the roles/functions o f administrators
and thus increase the awareness o f individuals who are responsible for the recruitment
and selection o f technical/vocational education administrators. This study can also be
useful in highlighting the need for the development o f certification programs at the
undergraduate and graduate level. The information can provide indicators to the relevant
authorities on the m atters that need to be addressed if they are to effect efficiency in the
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absence o f necessary resources. If this study can assist in the reduction or even the
elimination of the stigma that is attached to technical/vocational education in Barbados, it
will have been a worthwhile effort.

Delimitation of the Study
This study was limited to the population o f technical/vocational education
administrators in Barbados as employed by and registered with the Ministry o f Education.
Educational leaders at this level include those professionals who administer programs o f
technical/vocational education. These administrators are M inistry o f Education officials
and principals and heads o f departments o f The Barbados Community College, Erdiston
Teachers' Training College. 22 public secondary schools, and The Samuel Jackman
Prescod Polytechnic.

Basic Assumptions
The following assumptions should be noted:
1. It was assumed that technical/vocational education (TVE) administrators were
cognizant of the competencies required to perform their roles/functions as measured by
the Norton et al. (1987) instrument.
2. It was assumed that technical/vocational educational (TVE) administrators had
a major influence on the educational program o f the school.
3. It was also assumed that the population studied provided valid and reliable
results.
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Definition of Terms
The following terms are defined as they are used in this study.
Administrator: The principal, the person responsible for the daily operation o f the
school, the head o f departments, and supervisory officers in the Ministry o f Education.
TV E: Technical/vocational education administrators.
Continuing Professional Development: Any planned learning activity provided to
individuals for the purpose o f improving the performance o f such persons: synonymous
with in-service education, staff development, or professional development.
Role/Function: A related task or activity to be performed by persons occupying a
specified position within an organization.
Secondary School: An institution o f learning that caters to students between the
ages o f 12-16.
TV ET: Technical/vocational education and training.
Tertiary Level Education: Post-secondary education.
Technical Education: A blend o f general education, vocational skills, and
technology.
Vocational Education: Similar to technical education but constitutes more
specific occupational or practical skills.

Organization of the Study
This study consists o f five chapters. Chapter I presents the problem, its content,
and its background. The chapter also seeks to establish the need for the research by
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presenting the hypotheses to be tested, the scope and delimitations o f the study, and the
definition o f pertinent terms used in the study.
Chapter 2 provides a review o f related literature, examines existing studies that
bear relevance to the research, and also provides a theoretical and conceptual framework
for the study. It examines traditional administrative practice and procedure in the
context o f the need for change and reform in Barbados and the "developing world."
Chapter 3 examines the research procedure used in the study and its
implementation. Chapter 4 highlights and analyzes the data and reports the results o f the
data analysis. Chapter 5 summarizes the study and presents reflections and
recommendations for further research.

Summary
In this study. I examined the perceptions o f technical/vocational education
administrators o f Barbados in two areas: (1) the range o f importance in their job
roles/functions, and (2) the needs identified for further preparation and continuing
professional development to respond to their job roles/functions. I also gave a brief
overview o f the current status o f technical/vocational education in Barbados as portrayed
by the Ministry o f Education and other concerned educators. In addition, this chapter
highlighted the background o f the problem that confronts technical/vocational education
administrators in Barbados.
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CHAPTER II

REVIEW OF LITERATURE

Introduction
This study identified the roles/functions o f technical/vocational education
administrators in Barbados and examined their perceived need for further preparation and
continuing professional development. This chapter supports this purpose by reviewing
the related literature. Since no study on the roles/functions o f technical/vocational
education administrators in Barbados has ever been done, the research reviewed here is
directly related in terms o f technical/vocational education and professional development
o f administrators in the field but not specific to Barbados. The literature reviewed is
divided into the following categories: leadership studies, m anagem ent studies, issues in
vocational education, related studies in leadership roles and professional development,
and Caribbean studies.
Schon (1983) is o f the opinion that the professions have become essential to the
functioning o f our society. He draws our attention to the fact that society's principal
business is conducted through specially trained professionals. This specialized training is
geared to cure disease, to maintain law and order, to manage business and industry, to
design and to construct buildings, and to educate our children. Society looks to
professionals for the definition and solution o f our problems, and it is through them that
18
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we strive for social progress. The changing nature o f our societies demands the
rethinking o f professional roles. Calls are being made for professionals to set about to
improve society, not just service it. to become more socially conscious, to be more o f an
initiator than a responder (Schein. 1972). In such an existing climate, it becomes
necessary to provide leaders who can coordinate the talents and abilities o f these
professionals so that our society remains healthy, safety is not jeopardized, goods and
sendees are produced, buildings are safe, and our students leam. Concern has been
expressed as to what type o f leadership is appropriate and whether that leadership is
representative o f all types o f organizations.

Leadership Studies
Leadership has been described as one o f the most observed and studied
concepts in the modem world, and yet. according to Campbell (1984), it is also one o f the
least understood o f all social processes. He further obsen'ed that leadership seems to
have an elusive and mysterious quality' about it that makes it easy to recognize, hard to
describe, difficult to practice, and almost impossible to create in others on demand.
"Leadership." wrote Yukl (1984). "is a subject that has excited interest among
scholars and lay people alike." He continued, "It has challenged Behavioral Scientists
over time to discover what traits, abilities, behaviors, source o f power, or aspects o f the
situation determine how well a leader is able to influence followers and achieve the
required objectives" (p. 1).
Defining the term "leadership" is not a m odem problem, neither is it a simplistic
task. Stogdill (1974) concluded that "there are almost as many definitions o f leadership
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as there are persons who have attempted to define the concept" (p. 7). Bennis (1984:
Bennis & Nanus. 1985) noted that there are more than 350 definitions for leadership
recorded in the literature.
Hemphill and Coons (1957) see leadership as "the behavior o f an individual
when he is directing the activities o f a group toward a shared goal" (p. 7). According to
Tannenbaun. Weschler. and Massarik (1961), "leadership is interpersonal influence
exercised in a situation and directed through the communication process toward the
attainment o f a specified goal or goals" (p. 24). Stogdill (1974) maintains that leadership
is "the initiation and maintenance o f structure in expectation and interaction" (p. 14).
Hersey and Blanchard (1982) posit the view that leadership is "the process o f influencing
the activities o f an individual or group in efforts toward goal achievement in a given
situation. In essence, leadership involves accomplishing goals with and through people"
(p. 84). Rauch and Behling (1984) view leadership as "the process o f influencing the
activities o f an organized group toward goal achievement" (p. 17). Tead's (1935) oftenquoted definition reminds us that "leadership is the activity o f influencing people to
cooperate toward some goal which they come to find desirable" (p. 20). And finally.
Jacob and Jaques (1990), state. "Leadership is a process o f giving purpose (meaningful
direction) to collective effort and causing willing effort to be expended to achieve
purpose" (p. 6).
Bums (1978) commented that "no field o f study calls for a more difficult and
daring crossing o f disciplinary borders than does the study o f leadership and no field
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suffers more from narrow specialization" (p. vii). Kellerman (1984) concluded that there
is profound agreement among the diverse contributors on at least three key points:
1. Leadership has to do with no less significant a matter than how people in
groups organize themselves.
2. Leadership is concerned with issues o f dominance and deference that are
endemic to virtually all living things.
3. Knowing more about leadership will enable us to better understand our past
and present and. hopefully, to better manage the future.
Niehouse (1988) jolts us to reality as he pointedly affirmed that "leadership is not
a panacea. It will not cure all problems and the ones it can deal w ith are not cured
overnight. Leadership is not wondrous magic--it is a Strategic Skill" (p. 171). Peters
(1988) concluded: "We are finally learning that leadership is all about getting people
engaged, involved, committed, and excited about a useful vision that is about quality and
innovation" (p. 39).
It must be noted that these authors through their definitions o f leadership reflect
the assumption that leadership is a "social influence" and a "process." In this activity
called leadership, influence is exerted by one person over other people in order to achieve
a desired result. Leadership, therefore, is not a one-way process but an interactive
process where the leader communicates his wishes to his followers who cooperatively
respond and participate in achieving the common goal. The success o f the organization is
highly dependent on the quality o f leadership it attracts.
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Bennis (1984) expressed the view that it is the quality o f leadership that
ultimately determines which organizations prosper and which fail. Q uality leadership is
crucial to the administration o f technical/vocational education in Barbados. The
leadership challenge to technical/vocational education administrators will becom e more
demanding as they respond to the changes brought about by technological advances in the
society and the range o f occupational opportunities that will result from this change.
These administrators are well positioned to chart the required path that will accomplish
the desired result. Thus with planned education and training, and visionary leadership,
the societal objectives can be met as well as the professional developm ent goal o f
technical/vocational education administrators.

Leadership Development and Professional Development
Bass and Stogdill (1981) believe that leaders need to perform in a variety o f
areas, and in order to successfully accomplish the task, leadership developm ent is
necessary. These attributes can be found in leadership behavior in all professional roles.
It is expected that, in education, administrators and teachers would possess these
attributes.
It is uncertain whether leadership style or development is a conscious or studied
decision o f leaders or whether the adoption o f a style is the natural extension o f the
personality, beliefs, and value system. Vineyard (1993) expressed the view that it is
likely that educational leadership style and development are determined by the interaction
o f a number o f different factors. Among these are: (1) the personal characteristics o f the
leader himself. (2) the characteristics o f the various constituencies internal and external to
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the institution, and (3) the circumstances under which initial leadership is undertaken, and
the changing circumstances in which it is continued.
To perform successfully as administrators or teachers, individuals need more
than leadership style and attributes. They also need the knowledge and skill attributes
that are unique to their given roles. There are distinguishable attributes that determine
whether individuals can perform the specific occupational or technical tasks o f their
professional roles. There are numerous way o f acquiring these skills. Bass and Stogdill
(1981) attest that real leaders—leaders who teach and are taught by their followers—
acquire many o f their skills in everyday experience, in on-the-job training, and in dealing
with other leaders and followers.
A review o f related literature reveals that some o f the characteristics, knowledge,
and skills common to successful leaders can be significantly influenced by a reasonable
amount o f continued planned education and training (Bass & Stogdill. 1981; Lester.
1981; Manz & Sims. 1986; Yammarino & Bass, 1988). Thus leadership development is
only one part o f professional development. Professional development consists o f
cultivating both the leadership attributes and the attributes that facilitate successful
performance in a particular professional role.
Professional development is not a new term or a new phenomenon to educators.
It was formerly referred to as in-service education as far back as the 1850s when teachers
received their basic instruction from laymen in the community, to the early 1900s in the
pupil/teacher system (the case in Barbados and indeed the Caribbean), to the middle
1900s when formal programs were geared to help teachers obtain teacher-training
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certificates and. later, college degrees. The first documented distinction between pre
service education and in-service education was penned in a major 8-year educational
study that began in 1933. involving universities and several school districts (Tyler. 1970).
Many definitions o f in-service education have been recorded. Meade (1971)
referred to it as "the continued updating o f the practitioners in the classroom" (p. 211).
Harris (1980) saw it as any planned learning opportunities provided to personnel for
purposes o f improving the performance o f such personnel in already held or assigned
positions. Fielding and DelSchalock (1985) regard it as "the deliberate effort to alter the
professional practices, beliefs and understandings o f school personnel toward an
articulated end" (p. 23).
In-service education is often used interchangeably with terms such as staff
development, continuing education, and professional development. It is further defined
as "any professional development that a person undertakes, singly or w ith others, after
receiving his/her initial teaching certificate and after beginning professional practice"
(Edelfelt & Johnson. 1975. p. 5).
Considerable literature has been written on the continuing professional
development o f teachers (Cohen, 1981; Lawrence, 1974; Showers, Joyce. & Bennett
1987, Sparks. 1983; Sparks & Loucks-Horsley, 1989). The Barbados government is
cognizant o f this and has repeatedly highlighted the need for professional development
o f teachers, and in effect, considers it o f crucial importance. In a report prepared by the
Ministry o f Education, the central planning office for education in Barbados, is recorded
this statement; "The government has identified and m andated Erdiston Teachers' Training
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College to retrain teachers. It is anticipated that this new thrust will provide professionals
with the opportunity to upgrade their skills" (Barbados Office o f Ministry o f Education
and Culture. 1993. p. 6). It continued: "The emphasis in this new phase should be on
assisting the teacher to function in all departments and emphasize re-training in light o f
upgrading m anagem ent skills" (p. 6).
In- service education has not been without its critics. Indictment has been
forthcoming from many quarters. "Piecemeal patchwork, haphazard and ineffective"
(Edelfelt & Lawrence. 1975. p. 16) are some o f the harsh words used in the description o f
such programs. Boyer ( 1983) pronounced. "Too often, staff development programs have
subjected teachers to an occasional day-long workshop conducted by 'experts on leave
from Mt. O lym pus.' who were 'long on process, short on substance, and knew little about
the classroom" (p. 178). Sparks (1987) found that teachers typically regarded their inservice training as useless and a one-time event that had little real influence on their
competence.
Despite these apparent limitations, it appears to be one o f the fastest growing
industries in the business world today, and one may pose the questions: Should
continuous in-service education be an integral part o f the career o f educators? Can inservice education become more effective? Apparently many educators feel that the
answer to both questions must be yes (Bottoms, 1975). Bottoms saw in-service education
as having at least three purposes: to enable educators to acquire the competencies needed
to (1) implement education improvement activities directed towards specified student
needs; (2) improve their ow n or expected goals o f professional development, which may
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or may not lead to higher levels o f certification, and (3) meet their own goals o f personal
growth.
In a comprehensive review o f research on in-service education by Lawrence
( 1974). a number o f strong patterns o f effectiveness emerged. The 97 studies that were
analyzed showed that differences in m aterials, procedures, design, and setting for inservice education are indeed associated with differences in effectiveness. Some o f the
more important findings were these:
1. School-based in-service programs concerned with complex teacher behaviors
tended to have greater success in accomplishing their objectives than did college-based
programs dealing with complex behaviors.
2. Teacher attitudes are more likely to be influenced in school-based than in
college-based programs.
3. School-based programs in which teachers participated as helpers to each other
and planners o f in-service activities tended to have greater success in achieving their
objectives than did programs which were conducted by college or other outside personnel
with the assistance o f teachers.
4. Teachers were more likely to benefit from in-service education activities that
were linked to a general effort o f the school than they were from "single-shot" programs
that were not part o f a general staff-developm ent plan.
5. Self-initiated and self-directed training activities were seldom used in inservice education programs, but this pattern was associated with successful
accom plishm ent o f program goals.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

27
Edelfelt and Laurence (1975) delivered a strong indictment against in-service
education when they concluded that it has been the weakest and most haphazard
component o f teacher education. They also expressed the opinion that in-service
education has not been nearly as effective as it might have been considering the
expenditure o f time, effort, and resources that have been allocated to it.
Consistent with in-service education is the question of certification. Boulding
(1972) stated :
Unless there is some distinction between the certified and the uncertified, the
incentive to obtain certification is considerably lowered, and if incentive to
acquire knowledge and skill is less than the incentive to acquire certification,
certification may be the major avenue in society through which a demand for
knowledge and skills is encouraged, (pp. 133-134)
In a report o f the University Council for Educational Administration (UCEA). it
was strongly suggested that the preparation and certification of educational administrators
should be increasingly related to well-defined concepts o f effective administration and
leadership performance. The authors envisaged administrators' performance as a
complex phenomenon and recommended that progress be made in clarifying the
objectives o f administrator performance and in the orienting of selection, recruitment,
preparation, and certification in the relevant direction (UCEA, 1973).
The Department o f Educational Research and Development, Faculty o f
Education, University o f the West Indies, Cave Hill, is mandated to ensure the quality o f
teacher training and certification in Barbados and the Eastern Caribbean (Barbados
M inistry o f Education. 1993). Programs currently being offered are:
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1. A 2-year program as initial training occurs after the student teacher has been
teaching for about 3 to 5 years in the system.
2. A I-year Diploma program is offered at the in-service section o f the Faculty
o f Education for university graduates who have been teaching within the system.
3. A wide range o f certificate programs is available for professional upgrading o f
teachers following initial training. A Certificate in Educational Management and
Administration is offered.
The minimum qualification for entry to the College is: ( U passes in four CXC
General Proficiency Grades 1 or 2 or the equivalent, including English: and (2) Diploma
in Education (a university degree is required). It should also be noted that:
1. The duration o f the initial teacher training for non-graduate teachers is 2
years, while that for unqualified graduate teachers is I year.
2. A professional qualification is compulsory' for non-graduates to be given a
permanent appointment in the public service.
3. At the tertiary level, a vocational teacher's in-service training program is
offered and its patrons receive the Teachers’ Advanced Professional Certificate.
Since school administrators are held responsible for school outcomes, it would
be particularly important to administrators to know what type o f leadership style is
required to effectively perform their role as technical/vocational education administrators.
If schools are to adequately meet the demands o f society and educational reformers for
excellence, ways must be found to increase the commitment o f Caribbean governments
and indeed the populace to administrative preparation programs.
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Leadership in Educational Administration
The literature often considers administration as being different from leadership.
Little (1970) considers administration as having two function: leadership and
management. In his context, leadership is viewed as living ahead o f the institution, and
management is seen as arranging and operating the institution. This opinion is consistent
with that expressed by Weber and Weber (1 9 6 1) who stated:
To refer to educational administration as leadership is to assign it a much more
significant role than mere management, it is far too limited a view to conceive o f
administration in strictly operational terms. Management is an important part o f
education, but it is only a part; management is not synonymous with leadership.
. . . Leadership, on the other hand, attaches paramount importance to the
progressive development o f a school program which is the outgrowth o f vital
intellectual activity by all those in the community who are concerned with the
growth and development o f the y o u n g .. . . Administrators may or may not be
responsible for the introduction o f new ideas, in fact, in many situations the
administrator's leadership role may be that o f encouraging others to make
contributions to problems, (pp. 73-74)
Cunningham (1985) raised a num ber o f significant questions about the criteria
for meaningful leadership preparation. He noted that in past years "leaders have often
simply emerged: they have drifted into positions o f leadership or been drafted for
leadership roles" (p. 18). Reliance on emergent leadership is not sufficient. More highly
organized and deliberate attempts to develop leadership are called for. This concern has
led to an examination o f present programs and recommended reform s for the future.
Growing concern over the quality o f American education found expression in the
National Commission on Excellence in Education's A Nation a t Risk (1983), which
described schools as wallowing in "a rising tide o f mediocrity" (p. 24). Among this effort
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to "forcefully repair the sinking ship" (Hawley. 1988. p. 418). standards for teacher
training and certification were targeted (W ilson & Rossman. 1993).
At the Purdue Conference (1971). the participants formulated a series o f
assumptions fundamental to preparation programs in educational leadership (National
Association o f Secondary School Principals [NASSP]. 1975). These were:
1. School administrators are accountable for educational leadership.
2. The developm ent o f educational leadership requires a continuous progress
program.
3. The first step is to identify and incorporate the existing competencies o f a
trainee upon entry.
4. Further progress is determined by the achievement o f the program
requirements rather than time requirements.
Administrative practice must be based on competence. Bennis (1984)
interviewed 90 outstanding leaders and their subordinates with the intention o f learning
what made real leaders, as opposed to effective managers, "tick." After 5 years o f
research, he identified four competencies which he considered to be common to the 90
leaders. Bennis listed these competencies as: (1) management o f attention; (2)
management o f meaning: (3) management o f trust; and (4) management o f self. He made
the point that leadership is felt throughout any organization and that it gave pace and
energy to the work and empowered the workforce.
Leadership and management do not occur absent context. Effective managing
and leading any organization require daily interaction with a large number o f groups and
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individuals. One may think ot' good management as the systematic application o f an
array o f skills to provide for an orderly and efficient school system.

Leadership in Technical/Vocational
Education Administration
Technical/vocational education requires effective and assertive leadership at both
the secondary and post-secondary level. To provide the kind o f competent leadership
needed, the person selected as supervisor and administrator o f these programs must be
adequately prepared on both a pre-service and in-service education basis. The
development o f high-quality pre-service and in-service education programs requires
knowing what competencies these leaders must acquire to be successful in their various
roles.
Wenrich and Wenrich (1974) believe that persons in leadership positions should
have high performance aspirations for the organization if they are to be effective. They
also are o f the opinion that there should be a leadership shift from central offices to local
technical/vocational education leaders who have the competence to plan, operate, and
evaluate vocational programs on the secondary and post-secondary level. In Barbados,
however, not only do we need more leaders for administrative roles, we need a "new
breed" o f leaders/persons who have conceptual, technical, administrative, and human
relation skills needed to develop dynamic technical/vocational education programs which
will serve the needs o f individuals and society in Barbados.
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Management Studies
M anagement is a difficult term to describe. It has a variety o f applications and
interpretations—all correct within a given set o f parameters. Sometimes it is used to
describe the executives and administrators o f an organization; in other cases, it suggests
the professional career path aspired to by most business adm inistration students, and in
still other cases it refers to a system o f getting things done.
Dunham and Pierce (1989) defined management as "the process o f planning,
organizing, directing, and controlling organizational resources (human, financial,
physical, and informational, in the pursuit o f organizational goals)." This process
necessitates the use o f people and other resources to accomplish its objectives. Barnard
(1962), Drucker (1986), and Massie (1971) agreed that the term management refers to a
common set o f activities that are designed to promote and direct purposeful work. They
further affirmed that whenever people deliberately influence their own action or the
action o f others, they are managing. In their opinion, management, as a specific set o f
organizational activities that constitutes an occupation, occurs when a number o f people
have joined together to accomplish some task or goal. In general usage, the word
management identifies a special group o f people whose jo b it is to direct effort toward
common objectives through the activities o f other people. All organizations require
managing.
Harbison and Myers (1959) offer a threefold concept for management. They
observe management as (1) an economic resource, (2) a system o f authority, and (3) a
class or elite (pp. 21-86).
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Drucker ( 1986) informs us that management arose in the large business
enterprises o f the 1870s. but by now it is clear that management pertains to every single
social institution. Management includes a variety o f occupations, each o f which involves
different responsibilities, skills, attitudes, and values. Schein (1984) noted that
"management" is a catch-all phrase used to depict such diverse positions as supervisor,
functional manager, general manager, entrepreneur, and chief executive officer (CEO).
Massie (1971) expressed the view that the study o f management has evolved into more
than the use o f means to accomplish given ends. Today it includes moral and ethical
questions concerning the selection o f the right ends toward which managers should strive
(p. 4).
Drucker (1986) believes that m odem society has evolved and has become a
society o f organizations. The overwhelming majority o f all people in developed societies
are employees o f an organization. Each o f these organizations, in turn, depends for its
functioning on management, which is the effective, integrating, life-giving organ o f the
organization (Barnard. 1962). He further observed that managerial functions are
essentially the same regardless o f the type o f organization or the level o f the managers in
the organization. Organizations are also referred to as a collection o f people working in a
division o f labor to achieve a com m on purpose. These writers seem to imply that
organizations exist because people are limited in their physical and mental capabilities
and thus need organizations to perform work tasks that are beyond their individual
capabilities. Massie (1971) contends that although different authorities offer different
names for the key functions o f management, there is general agreement on m ost o f the
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actual functions o f a manager. He described the seven functions in the job o f
management as:
1. Decision making—the process by which a course o f action is consciously
chosen from available alternatives for the purpose o f achieving a desired result.
2. Organizing--the process by which the structure and allocation o f jobs is
determined.
3. Staffing—the process by which managers select, train, promote, and retire
subordinates.
4. Planning-the process by which a manager looks to the future and discovers
alternative courses o f action open to him.
5. Controlling—the process that measures current performance and guides it
toward some predetermined goal.
6. C om m unicating-the process by which ideas are transmitted to others for the
purpose of effecting a desired result.
7. Directing—the process by which actual performance o f subordinates is guided
toward common goals (p. 6).
Mintzberg (1973) studied a group o f executives at work and categorized the
observations he made into groups o f specific behaviors. These behaviors/roles are
arranged into three distinct areas as shown in Table 2.
The first area, interpersonal roles, comprises activities that deal with the
development o f interpersonal relationships by the manager. The second category
contains informational roles that enable the manager to receive and transm it information.
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The third category o f behavior contains decisional roles. Mintzberg believes that these
roles are the most crucial o f all managerial activities.

TABLE 2
BEHAVIORAL ROLES

Internal Roles

External Roles
INTERPERSONAL
ROLES
Figurehead

Liaison

Leader

INFORMATIONAL
ROLES
Spokesperson

Monitor

Disseminator

DECISIONAL ROLES
Entrepreneur Negotiator

Disturbance Handler

Resource Allocator

Drucker (1954) observed that the manager is the dynamic, life-giving elem ent in
every business organization. Indeed, in today's competitive environment, the quality and
performance o f an organization’s managers may determine its very survival. It was once
generally believed that managers were bom and not made, but now there is increasing
acceptance o f the idea that managerial skills, knowledge, and abilities can be learned and
improved (Campbell, Dunnette, Lawler, & Weick. 1970).

M anagem ent D evelopm ent
Management training, management education, and both planned and unplanned
on-the-job experiences are all potentially important inputs for a manager's development.
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Management developm ent involves formalized education designed to develop a broad
range o f abilities that would enable managers to cope with a large variety o f tasks in
diverse organizational contexts. It is also regarded as instruction in highly specific
managerial skills (e.g.. time management, delegation, managing conflict), which would
be immediately applicable in a particular organizational setting. Still others consider
development synonymous with career planning, job rotation, on-the-job experience, and
coaching (W exley & Baldwin. 1984. pp. 277-294).

M anagem ent E ducation
M anagement education denotes those activities traditionally conducted by
colleges and universities that focus on developing a broad range o f managerial knowledge
and general conceptual behavior. The major issue in management education today is the
curriculum being offered in business schools. Advocates o f the competency movement
argue that managers and managers-to-be emerge from management education programs
insensitive to the nuances o f organizational culture. lacking a true interest in managing,
and. most important, deficient in the skills thought essential for effective management
(Behrman & Levin, 1984; Heisler & Lasher, in press; Waters, 1980). Researchers also
argue that educators have focused more on teaching individuals about management rather
than how to manage, and that management students get few opportunities to leam about,
practice, and become competent in behavioral skills essential for good management
(Badaway, 1982; Heishler & Lasher, in press; Waters, 1980).
Several writers have pointed to problems in the teaching o f management
competencies. Vaill (1983) attacked the competency movement and seriously questioned
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w hether a skills-iist definition o f competency would accurately reflect how effective
managers actually functioned. Other skeptics have contended that the role o f education in
general and management in particular should be much broader than the teaching o f
specific competencies (Johnston. 1986).

Management Training
Management training differs from management education in that training covers
those activities designed to impart specific managerial skills (e.g.. time management,
delegation), which would be immediately applicable in a particular organizational setting.
Training may also focus on a manager's level o f self-awareness or motivation (Wexlev &
Latham. 1981). In this area, personal training reviewers tend to focus on needs
assessment, training content and method, maximizing learning and transfer, and
evaluation of special target groups (McGehee & Thayer. 1961: Wexley. 1984).

Leadership and Management in Organizations
Ubben and Hughes (1992) argue that good leaders are also good managers. They
also are o f the opinion that it is essential to distinguish between "managing" and "doing."
They continued: "Careful delegation, matching the skill and interest o f staff members
with functional aspects, and providing for a coordinated effort are elements o f good
management" (p. 10).
The dimensions o f leadership and management cut across five functions, which
can be listed as: (1) curriculum development, (2) instructional improvement, (3) student
services, (4) financial and facility planning, and (5) com m unity relations (Ubben &
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Hughes. 1992. p. 10). Leadership in this context can be seen as the way principals use
themselves to create a school clim ate characterized by student productivity, staff
productivity, and creative thought, whereas when one thinks o f good management it is
seen as the systematic application o f an array o f skills to provide for an orderly and
efficient school environ.
Leadership and management are not at opposite ends o f the continuum, but can
be regarded as complementary to each other and. at times, are synonymous. Effective
leading and managing an organization require that all available human and financial
resources be harnessed and organized in such a manner that the organization will
function at a high level o f efficiency.

Issues in Technical/V ocational Education
The dilemma that faces vocational education in Barbados is to develop a cadre o f
trained and competent vocational education administrators. This is an emerging view and
a view accepted by the Ministry o f Education. Elsewhere in this document is noted
government's acknowledgment o f the inefficiencies in the development and delivery o f
technical/vocational education. A review o f literature has revealed that advanced
leadership programs in vocational education appear to be a relatively recent undertaking.
In the past, according to W enrich and Wenrich (1974), most vocational administrators
were recruited from teaching positions, and as vocational leaders they had a high degree
o f competency in a particular occupational field. The authors appealed for a new type o f
leadership in vocational education administration and submitted that
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leaders in vocational education can no longer follow their specialist role
exclusively: They must be specialists in vocational education and behavioral
scientists as w e ll.. . .They must be able to relate vocational and technical
education to business and industry, to government, and to education in general.
They must be able to conceptualize the new and emerging relationships and set
new goals for vocational education, (p. 102)
Wenrich and Wenrich's (1974) concern for a new breed o f vocational/technical
education leaders was echoed by the former president o f the American vocational
association. N. Edmunds stated:
Like business and industry, vocational education is engaged in a struggle to adapt
to c h an g e .. . . a struggle to survive. Simply to remain a viable part o f American
education, we need astute, creative leaders at all levels . . . leaders for the on
going work o f delivering vocational education to the youth and adults o f this
nation, and leaders for professional associations. (Edmunds. 1988, p. 24)
Technical/vocational education administrators are expected to be the recipients o f
leadership-development programs geared toward the attainment o f competencies
necessary to their profession. It is necessary for Barbados and indeed the Caribbean to
validate a list o f tasks (competencies) relevant to their training and developm ent needs.

Future Challenges in Technical/Vocational
Education
The emergence of the career education thrust and the increasing interest o f
students and the general public in technical/vocational programs have generated a need
for rapid expansion o f employment-related education. This situation has resulted in
attention being focused on technical/vocational administrators and their need for
continuing professional development. Although a measure o f emphasis has begun to be
placed on professional preparation programs, there is still a need for the process to be re
examined and re-focused.
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Initiatives undertaken by the Barbados governm ent and the mandate given to the
University o f West Indies. Erdiston Teachers' Training College, and indeed the tertiarvIevel institutions have been incorporated as policy. This action by government will affect
the future leadership and deliver}' o f technical/vocational education. There are other
concerns that will also impact on technical/vocational education and challenge its
viability. In the forefront is the issue o f integrating general and vocational education.

Integration of General and Vocational
Education
In Barbados there is the continuing "general education vs. vocationalism" debate.
Students are placed in an academic or vocational stream. It is imperative that this
dichotomy between the two areas be avoided. N orton et al. (1987) noted that although
each has a distinctive purpose, they are both related to occupation. Prosser and Quigley
(1963) disagreed with the division and observed:
In a democratic system o f education, ever}' citizen should have as part o f his
training both types o f education. General education should prepare us to be more
intelligent as citizens and to understand and to enjoy life. Vocational education
should prepare us to work more efficiently. Both are necessary to the
well-equipped citizen, (p. 10)
Sagen (1981) also argued that the challenge to educational leadership is to unite
the liberal and practical in a more effective pursuit o f each as a worthy aim o f human
achievement. Another challenge to vocational education administrators is the promotion
o f school-to-work transition. The need exists for an apprenticeship program where
students can become acquainted with the world o f w ork so that they carry marketable
skills to the workplace. Work-based alternatives for non-college-bound youth have
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become a necessity. Technical/vocational education administrators need to be sensitized
to public expectations that ways be found for providing greater opportunity for
technical/vocational education to be accessible to disadvantaged individuals.

Related Studies in Leadership Roles and Professional Development
This section o f the review highlights related studies that are relevant to
leadership roles and professional development o f technical/vocational education
administrators. O f particular relevance is the study done by Norton et al. ( 1987) as it
contributes significantly to this study. The survey instrument used in this present study
is a modified version o f N orton's instrument, and indeed N orton's study provided the
framework and general guidelines that inform this current study.
Norton et al. (1987) sought to identify and to nationally verify the competencies
important to secondary and post-secondary administrators o f technical/vocational
education. They also intended to discover whether there were significant differences in
the ratings o f importance given to tasks by (I) secondary versus post-secondary
administrators; ( 2) administrators concerned with only vocational programs versus
administrators concerned with both vocational and general educational programs; (3)
secondary administrators concerned with only vocational programs versus secondary
administrators concerned w ith both vocational and general education; and (4)
post-secondary administrators concerned with only vocational programs versus post
secondary administrators concerned with both vocational and general education
programs.
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The researchers expected that the identification o f these competencies needed by
vocational administrators would allow for the development o f a base on which (1) needs
assessment could be conducted: (2) competency-based instructional materials could be
developed; and (3) high-quality pre-service and in-service education programs could be
planned and implemented.
The respondents were asked to respond to a six-point Likert-tvpe scale to two
questions about each task statement. The questions were: ( I ) How important is the
performance o f this task in your job as an administrator? and (2) How difficult do most
administrators find it to learn to perform the task correctly? Additionally, a 12-item
general information questionnaire was devised to gather demographic and other desired
information about the respondents.
The committee identified 12 duty areas and 210 different tasks. It also reviewed
the nine duties from the 1977 study to determine what changes could have been made.
Four o f the original duties were modified, four new areas were added, and four o f the
original retained. Thirty-five new tasks were identified by the committee.
A total o f 128 o f the nominated 188 administrators returned usable instruments
for a return rate o f 68%. O f this total, 52 o f the respondents were employed in secondarylevel agencies, 49 persons in post-secondary agencies, and 27 persons reported working
in agencies that had both secondary and post-secondary students.
A n arbitrary cutoff score o f a mean o f 2.5 or higher on the scale o f task
importance was used, and it resulted in 201 o f the 210 tasks being declared as important.
Only two statements received a mean score o f less than 2.0.
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The responses were also analyzed to determine whether there were any
statistically significant differences in the way the four subgroups perceived the
importance o f the competencies. The following significant differences were obtained:
1. Secondary administrators rated 42 task statements significantly different than
did the post-secondary administrators.
2. Vocational administrators rated 24 task statements significantly different than
did administrators o f both vocational and general programs.
3. Secondary vocational administrators rated 9 task statements significantly
different than did secondary administrators o f both vocational and general programs.
4. Post-secondary vocational administrators rated 9 task statements significantly
different than did post-secondary administrators o f both vocational and general programs.
It was concluded that the 35 new task statements should form the basis for the
development o f additional competency-based modules and guides for use by
technical/vocational education leadership personnel.
Bums (1992) identified the roles/functions o f M ichigan career/technical
education (CTE) administrators and identified their personal need for further preparation
and continuing professional development. The population for the study consisted o f 224
secondary CTE administrators. They responded to a 99-item survey questionnaire that
described various roles/functions associated with the administration o f CTE programs
and arranged under nine major headings: Program Planning, Development, and
Evaluation; Instructional Management; Student Services; Personnel Management; Staff
Development; Professional Relations and Self-Development; School Community
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Relations: Facility and Equipment Management: and Business and Financial
Management. For each role descriptor, respondents were asked to indicate how important
it was to their success as a CTE administrator.
The results indicated that CTE administrators perceived each category to be
"moderately important" to "very important" to their position. However. Professional
Relations and Self-Development: Program Planning. Development, and Evaluation: and
Staff Development were perceived to be the most important categories.
There were significant differences when respondents were compared by
educational setting, educational background, and tenure in position with regard to their
perceptions about the importance o f their administrative roles/functions within the nine
categories. Bums further reported that CTE administrators expressed a "moderate need"
for further preparation in the major categories o f roles/functions. The category o f
Program Planning. Development, and Evaluation was identified as the one in which CTE
administrators had the highest need for professional development. Staff development was
ranked second, and Professional Relations and Self-Development was ranked third.
There were no significant differences when the respondents were compared by
educational background and tenure in position with regard to their perception o f their
need for further preparation within the nine categories. However, significant differences
were found in the categories o f Student Services, Facility and Equipment Management,
and Business and Financial Management when CTE administrators were identified by
educational setting.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

I

45
Lemmer (1992) sought to ascertain the perceptions o f elementarv-school
principals about the relative importance o f their school management functions and
instructional leadership functions and the relative amount o f tim e they actually spent on
each kind o f function. The researcher also wanted to determine whether there were
differences in the perception o f public-school principals and Catholic school principals
about these matters. He also wanted to discover whether these perceptions differed
according to the principal's gender, experience, and academic preparation.
Lemmer surveyed public elementary-school principals and Catholic elementary
school principals in the Minneapolis-St. Paul area. The survey instrument, developed by
the researcher, required respondents to indicate on a Likert-type scale their perceptions
about "importance o f and "time spent on" each o f 67 administrative tasks or activities
that were organized into nine general categories: Supervision and Evaluation o f
Instruction: Home-School-Community Relations: Professional Development: Staff
Personnel: School Finance and Business Management: Pupil Personnel: Program
Development: School Plant Management; and Transportation Management.
The results indicated that from most to least important, the rankings were:
Supervision and Evaluation o f Instruction; Home-School-Community Relations;
Professional Development; S taff Personnel; School Finance and Business Management;
Program Development; Professional Development; Staff Personnel; School Plant
M anagement, and lastly, Transportation Management. From m ost to least time spent, the
rankings were: Supervision and Evaluation o f Instruction; Home-School-Community
Relations; Pupil Personnel; School Finance and Business M anagement; Program
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Development: Professional Development: Staff Personnel: School Plant Management,
and lastly. Transportation Management.
Lemmer (1992) further reported that between public-school principals and
Catholic school principals, differences in perceived "importance" were found for Program
Development. S taff Personnel, and School Finance and Business Management: and
differences in perceived "time spent on" were found for School Finance and Business
Management, and Program Development. Based on gender, experience, and academic
preparation, no differences were found in perceptions about either "importance o f' or
"time spent on" any category.
The purpose o f a study by Crudup (1991) was to examine the current and desired
role of the local vocational education director o f North Carolina as perceived by
superintendents, principals, vocational teachers, and local vocational education directors.
Crudup selected 67 functions and incorporated them into a Likert-type instrument,
containing two additional parts for the collection o f answers to several open-ended
questions and selected characteristics o f all respondents.
The findings revealed that local directors spent a major portion o f their time on
administrative functions. A moderate amount o f time was spent on instructional and
personnel matters, and the least amount o f time on program-promoting tasks. All
respondents appeared to have sim ilar perceptions regarding the director's current level o f
involvement in personnel functions. However, there might have been some lack o f
understanding on the part o f principals and vocational teachers regarding the director's
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involvement in administrative, instructional, and program-promotion tasks since their
ratings were significantly lower than superintendents and directors.
Crudup (1991) also reported that all groups expressed the desire for directors to
remain involved in administrative tasks at about the same level o f their current
involvement. They desired a greater level o f director involvement in instructional tasks.
All groups perceived the need for greater director involvement in program-promotion
activities. He also stated that superintendents and local directors were frequently in
agreement regarding the current role o f the director, but their views regarding the desired
role were less congruent.
Crudup also discovered that differences in perception existed among the four
groups based on position. He further pointed out that, generally, years o f experience,
gender, and race did not influence the perceptions o f the respondents but it was noticeable
that respondents with more years o f experience perceived the need for greater director
involvement.
Caffrey (1989) sought to determine the management skills used by successful
Connecticut public-school administrators and the priority o f their importance. He set
about the task by inquiring: (1) What management skills do superintendents, principals,
and senior teachers in each cluster group identify as being needed? (2) What are the
differences in the need for management skills among the superintendents, principals, and
senior teachers? (3) What management skills do superintendents, principals, and senior
teachers across the four clusters identify as being needed? (4) What are the differences in
the identified need for management skills among the superintendents, principals, and
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senior teachers across the four clusters? (5) What are the similarities and differences in
the identified need for management skills among the urban, suburban, and rural school
districts? (6) What model can be drafted to summarize the data on the managerial skills
identified and to compare the findings with the extant literature?
A researcher-developed questionnaire, based on relevant literature review, was
utilized. Data were gathered through personal interviews with 16 experienced
administrators and 12 senior teachers. These interviews were transcribed verbatim and
analyzed for common themes. The management skills identified were: Organizing:
Planning: Delegating: Appraising: Scheduling; Mentoring: Monitoring; Budgeting:
Motivating; Auditing; Assessing; and Recruiting. The researcher prioritized these
management skills based on the respondents' information.
Caffrev (1989) reported that, through the study, it was evident that in order to
successfully manage a school district and to provide effective instructional leadership,
school administrators need to be able to use at least 12 skills as previously identified
above. They must also possess unusually competent interpersonal skills to conduct the
many facets o f their job. The researcher developed a Education-Oriented Management
Curriculum Model, which he hoped would enhance the professionalism o f current and
future administrators.
In an examination o f the competencies needed by technical/vocational education
administrators in the Kingdom o f Saudi Arabia, Aldekhyyel (1988) sought to establish
whether there were differences in perception o f their importance among (1) vocational
training-center administrators, (2) industrial, commercial, technical, and agricultural
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secondary-institute administrators, and (3) post-secondary commercial institute and
College o f Technology administrators/deans. The entire population o f administrators was
sun-eyed; 49 instruments were returned, representing a return rate o f 84%.
Aldekhyyel (1988) developed a list o f competency statements from several
sources and classified them in eight categories. Respondents were asked to indicate the
level o f importance o f each specific competency to their job performance. It was
discovered that all administrators rated the 153 competency statements valid and
important and therefore necessary for technical/vocational education administrators. The
post-secondary and College o f Technology administrators were somewhat similar to the
other two groups in their ranking o f the eight major competency areas but different from
them in their perception o f the level o f importance o f die eight categories.
Anderson (1991) used six hypotheses in an analysis o f the roles o f high-school
administrators as perceived by principals and assistant principals in selected Oklahoma
public high schools. The first o f these hypotheses, which predicted that there would be
no difference in administrative behavior in dealing with school personnel, was retained.
The second, which predicted that there would be no difference in administrative behavior
when dealing with the school’s instructional program, was rejected.
The third hypothesis, w hich predicted that there would be no difference in
administrative behavior when dealing with student activities o f the school, was rejected.
Principals and their assistants saw no difference in their role behavior in dealing with the
school's activity program.
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The fourth hypothesis, which predicted no difference in administrative role
behavior in dealing with pupil personnel in the school, was accepted. The fifth
hypothesis, which predicted no difference in administration behavior in managing the
school, was rejected.
Anderson's sixth hypothesis, which predicted no difference in administrative
behavior in dealing with community relations, was rejected. Null hypotheses I and 4
were retained thus indicating that principals and assistant principals perceived no
statistical difference in the level o f involvement o f administrative roles in working with
school personnel and pupil personnel. Null hypotheses 2. 3. 5. and 6 were also rejected.
The researcher noted that this finding implied that principals and assistants perceived
their role behavior differently as it pertained to working with the school’s instructional
program, student activity, school management, and community relations.
Some o f the major findings o f Anderson's study (1991) were:
1. Principals perceived assistant principals as full-time partners on the school's
administrative team.
2. Assistant principals felt that they were still excluded from doing many o f the
tasks they would like to be doing.
3. Women and minority group members were underrepresented in the large
public high schools in Oklahoma.
Hatch-Yap (1988) conducted a study to ascertain principals' perception of their
role and the perceived effectiveness o f educational administration program s as related to
the role. The researcher developed a questionnaire based on universal statements
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defining administrative roles and categorized them into four task area subgroups:
Curriculum and Instruction. Staff Personnel. Pupil Personnel, and Management
Function/Educational Leadership.
The population consisted o f 1984-1987 midwestem university graduates with a
Ph.D.. Ed.D.. or Specialist Degree and currently a practicing principal. Items were to be
evaluated using the delineation o f (1) no emphasis. (2) low emphasis. (3) moderate
emphasis. (4) high emphasis, and (5) superior emphasis.
The results revealed that:
1. Role and program ratings were unaffected by the following independent
variables: Location o f employing school, prior or present position, or total educational
experience.
2. Role and program items, after being analyzed for their cohesiveness within
groups, showed that seven o f the eight subgroups' alpha score ranged from 80-90%. with
role staff personnel being 65%. an acceptable score.
3. All 36 roles received "high emphasis" ratings, whereas principals perceived
that educational administration programs placed "low or average emphasis" on the roles.
4. Role subgroup scores were 4.03,4.2 1 ,4 .1 5 , and 4.20. The program subscore
frequencies were 3.15, 3.22, 2.88, and 3.36 respectively.
In another study, Freshour (1990) examined the responses o f 234 administrators
o f secondary schools in Idaho, Montana, and Wyoming using a survey dealing with
instructional leadership. The survey consisted o f questions about present and ideal
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administrative functions and responsibility for functions. Nearly 80% o f the respondents
were principals and 20% were superintendents.
The findings indicated that the most important role in present jo b performance
was personnel matters (30.5%). Under an ideal setting, more respondents (50.2%)
indicated instructional leadership. In the ideal school, activity management received no
first-place rankings, and facility and equipment management was also near the bottom.
O f eight choices given, personnel matters, motivation o f staff and students, and
instructional functions were primary responsibilities o f the secondary administrators,
almost 90%.
Other findings in Freshour's (1990) study were:
1. Almost three-quarters o f the administrators believed that they were
responsible for public relations and community service.
2. Activity planning and management were a primary function o f only 405 o f the
respondents.
3. Strong support was given to professional organizations as sources o f training
after certification: local and regional in-service came in second, and professional
publications and university course work tied for third in the top-ranked choices.
4. Emphasis and training were statistically analyzed. The mean difference in
responses were analyzed with t tests and all were found to be significant at an alpha o f
0.01. In all cases, emphasis exceeded training, with the greatest emphasis given to
supervision and evaluation o f instruction, protection o f instructional time, promotion o f
professional development, and incentives for learning.
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Freshour concluded that the greatest mean difference between emphasis and
training was on protection o f instructional time, maintaining high visibility, promotion o f
professional development, and providing incentives for learning. The lowest ratings for
training were given to monitoring student progress and communicating the school's goals.
Aitken (1992) focused his study on independent school heads and their
expressed attitudes and opinions concerning their own professional development. He
mailed a survey to all 988 members o f the National Association o f Independent Schools
and 500 responded. He conducted telephone interviews with a small subsample o f the
respondents. Findings indicated that independent school heads identified the promotion
of instructional climate and values as their preeminent leadership role, yet they assigned a
medium priority rank to curriculum development.
The respondents viewed student discipline, teacher evaluation, and financial
duties as managerial tasks with limited scope for leadership. Aitken concluded from the
data that (1) independent schools may be "overmanaged and underfed." and (2) that
regular assessment o f the administrator-board relationship was important. He advocated
the use o f professional development programs as the means o f addressing the problem.

Caribbean Studies
James (1976), in a proposal for the professional preparation o f secondary-school
principals in Jamaica, sought to develop training guidelines based on the developm ent
needs o f the country, the perceived needs o f those to be trained, and the roles, duties, and
competencies o f the trainees. The respondents were 68 secondary-school heads and 36
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others, comprising M inistry o f Education officials, personnel from teacher-training
institutions, and school board personnel.
James's recommendations based on findings were:
1. A new approach to educational administration in Jamaica
2. A comprehensive program for the professional preparation o f secondaryschool principals in order to (a) sensitize them to their role, and (b) improve competency
on the job
3. The development and implementation o f administrative training programs
both in-service and pre-service by the Ministry o f Education and the University o f the
W est Indies (U.W.I.)
4. The involvement o f professional organizations in in-service education
programs.
Have (1976) thought it necessary to formulate a model for a leadership
developm ent component o f vocational agriculture programs in Jamaica. His sample was
draw n from 40 Jamaican schools, staffed with vocational agriculture teachers. The
respondents consisted o f 12 school administrators, and 12 heads o f departm ent o f
vocational agriculture from the 12 selected schools.
The major findings were:
1. The school administrators were well qualified for the position when compared
to the requirement established by the M inistry o f Education.
2. Only one-half o f the teachers in the sample possessed the level o f education
required by the M inistry o f Education to teach vocational agriculture.
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3. Three-fourth o f the teachers in the sample had 5 years or less o f teaching
experience. The mean rate 3.6. This meant that Jamaican schools were experiencing a
high rate o f turnover among vocational agriculture teachers.
4. The basic necessary resources were available for a leadership-development
component.
5. Administrators and vocational agriculture teachers had a favorable attitude
toward a large number o f leadership-development activities.
6. Significant differences were observed in attitude toward leadership activities
between the teacher group and the administrator group for three o f the nine categories o f
leadership learning activities.
7. There were no significant differences between the attitudes o f teachers and
administrators for six o f the nine categories o f leadership learning activities. Haye used
his findings to develop a proposed leadership-development model for vocational
agriculture teachers.

S u m m ary
In this review o f literature, some factors affecting the preparation and continuing
professional development o f school administrators were discussed. A high degree o f
attention was given to leadership development and professional development issues that
confront technical/vocational education administrators. It also highlighted some o f the
future challenges o f technical/vocational education in Barbados. The discussion
articulated aspects o f the Barbados government Development Plan 1963-2000 as it
related to educational planning, training, and m anpower needs. The training needs and
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certification o f school administrators, in general, and technical/vocational education
administrators, specifically, were examined and highlighted.
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CHAPTER III

METHODOLOGY

Introduction
The purpose o f this study was to identify the roles/functions o f
technical/vocational education (TVE) administrators in Barbados and to ascertain their
perceived need for further preparation and continuing professional development. In this
chapter is presented the research design, the selection o f subjects, the instrumentation, the
procedure for collection o f data, and the data analysis.

Research Design
A descriptive survey design was used for this study. The focus o f the study was
to identify the roles/functions o f technical/vocational education (TVE) administrators in
Barbados and to ascertain their need for further preparation and continuing professional
development.
An attempt was also made to determine the relationship between certain selected
demographic variables and how TVE administrators perceived their administrative
roles/functions. These variables include gender, age, years o f experience as TVE
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administrators, job status, educational setting o f employment, highest level o f education,
and the focus o f undergraduate and graduate degree programs.
The design used for the study was selected because it facilitated the data
collection in a manner that allow ed the respondents to state their perceptions as solicited
by specific questions. Tuckm an (1978) explained that questionnaires are frequently used
by researchers to convert into data the information directly given by a person (subject).
He further stated that this type o f instrument allowed the researcher to measure what a
person knew, liked or disliked, and what a person thought.
In discussing the application o f educational research. Borg (1981) explained that
since education is a new science a descriptive research is important to education, for
m uch o f the work in a new science is descriptive. He also noted that it was typical for
researchers to utilize questionnaires and interviews to determine the opinions, attitudes,
preferences, and perceptions o f persons o f interest to the researcher.

Population
The population used in this study consisted o f technical/vocational education
administrators from: (1) the central office o f the Ministry o f Education, ( 2) principals
and head of departments o f tertiary education institutions, and (3) principals and head o f
departments o f the 22 public secondary schools in Barbados. These respondents were
chosen because o f the pivotal role they performed in the delivery o f technical/vocational
education in Barbados.
The respondents from the central office o f the Ministry o f Education were chosen
because they are responsible to governm ent for ensuring that government's plans and
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policies are implemented in educational institutions in the country. The principal is the
chief curriculum planner and initiator o f the institution and is responsible for program
planning, implementation, and evaluation.
The head o f departm ent supervises the department and is concerned with the
daily operation o f the department, coordinates the instructional process, assigns
responsibilities to teachers, and ensures that the department is operational. The head of
department is also responsible for a particular specialty in the technical/vocational
education program. In this study the specialties are: ( I) Industrial Arts. (2) Home
Economics. (3) Business Studies, and (4) Art and Craft. The tertiary institutions
sampled were: Erdiston Teachers Training College, The Barbados Community College,
and The Samuel Jackm an Prescod Polytechnic.
The population included eight administrators from the central office o f the
Ministry of Education. 24 administrators from tertiary institutions, and 83 administrators
from the public secondary schools, which combined to result in a population o f 115.

Instrumentation
The instrument used in this study was a previously administered questionnaire
modified by the researcher to satisfy the needs o f this study. A closed-type 87-item
questionnaire, which included 79 items that listed various role descriptors associated with
the administration o f TVE programs and 8 items that provided demographic information
about the respondents, was used for the collection o f data for the study (see Appendix A).
Items for the questionnaire were selected from a study conducted by the National Center
for Research in Vocational Education, Ohio State University (Norton et al., 1987), which
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identified and nationally validated competencies which were necessary for TVE
administrators.
The questionnaire was divided into eight sections or categories, namely. Program
Planning, Development, and Evaluation; Instructional Management; Personnel
Management; Staff Development; Professional Relations and Self-Development; SchoolCommunity Relations; Facilities and Equipment, and Business and Financial
Management.
In order to identify and verify the competencies that were required for TVE
administrators in Barbados, the original instrument was administered to a panel o f seven
educational administrators from Barbados, other Caribbean countries, and from
Commonwealth countries. All members o f the panel were educated familiar with the
system o f education that presently existed in Barbados as they were educated under a
similar system. They drew on their own professional experience and from relevant
literature on the subject, as they considered and recommended competencies which they
viewed as relevant to TVE administrators in Barbados.
The panel was asked to evaluate the instrument for content validity and give
comments concerning the clarity and appropriateness o f the items, the placing o f items in
sections, the format, and the general suitability o f the instrument for TVE administrators.
Based on the feedback from the panel, the Ohio State instrument o f 2 0 1 items was
reduced to 79 items. Two categories, Student Services and Transport and
Communication Services, and several individual items, not considered relevant to the
operation o f schools in Barbados, were eliminated. The panel was asked to recommend
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additional items but indicated there was no need for items other than those already in the
instrument. As a result o f the responses from the panel, adjustments were made to
improve the appearance and understandabilitv o f the questions. The revised
questionnaire was further reviewed by the panel o f seven individuals and they decided
that no further revisions o f the instrument were needed.
The data-collecting instrument for this study was a survey questionnaire w ith 87
items. The survey included 79 items which listed various role descriptors associated with
the administration o f TVE programs. For each role descriptor, respondents were asked to
indicate ( I ) how important the role/function was to their role as a TVE administrator and
(2) their personal need for further preparation and continuing professional developm ent in
order to be as effective as they would like to be in each o f the roles/functions listed. The
survey questionnaire also included eight items that provided demographic information
about each respondent.

Data Collection Procedure
I personally supervised the collection o f the data for this study. The
questionnaires were produced at Andrews University and I took them to Barbados where
they were administered. The questionnaires were numbered for each set o f respondents.
A letter was sent to the Ministry o f Education in Barbados, stating the desire to
undertake the study and requesting permission from the respective school boards to
administer the study (Appendix A). Upon receiving permission, I visited each
educational institution, where a personal letter o f introduction was presented to each
respondent (Appendix A), and I personally adm inistered the questionnaires to
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technical/vocational education administrators in the central office o f the Ministry- o f
Education, principals and heads o f departments o f tertiary- institutions, namely. The
Barbados Community- College. Erdiston Teachers' Training College, and The Samuel
Jackman Prescod Polytechnic: and finally to principals and heads o f departments o f
public secondary schools. Each respondent was assured o f the confidentiality o f the
exercise.
I met with respondents in the various institutions and individually issued the
questionnaire to each respondent. Time was spent with respondents in order to answer
any queries presented by respondents. In some institutions, principals or their appointees
undertook the responsibility for the collection o f the finished instrument and ensured that
they were safely and confidentially secured until they handed them over to me. In most
cases I collected the com pleted questionnaires and reviewed them in order to ensure that
issued guidelines and procedures were followed. I revisited institutions as was necessary
and spent time with administrators explaining any questions or issues that arose. It also
afforded me the opportunity to generate an appropriate environment in which the
instrument could be administered.
A total o f 153 questionnaires were issued and a total o f 115 were returned. O f
the returned questionnaires. 8 respondents were from the central office o f the Ministry o f
Education. 12 respondents each were from tertiary institutions and vocational centers. 30
respondents from Grammar schools, and 53 from N ew er secondary schools. Some
difficulty was experienced at one Grammar school where the principal explained that the
school's schedule could not allow for the researcher to personally adm inister the
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questionnaire and I was requested to return on a subsequent date to collect the completed
questionnaires. After several unsuccessful telephone calls to the principal and return trips
to the school, the principal offered to mail the completed questionnaires to me. No
completed questionnaires were received from the school.

Research Questions and Hypotheses

Research Questions
The following research questions and hypotheses were addressed in this study:
I.

What do technical/vocational education administrators perceive to be

the range o f importance in each o f the selected roles/functions?
2. What differences exist among technical/vocational education administrators
regarding their perceptions about roles/functions, comparing the variables o f educational
background, tenure in position, and educational setting.
3. What do technical/vocational education administrators perceive to be their
degree o f need for further preparation and continuous professional developm ent in each
o f the selected roles/functions?
4. What differences exist among technical/vocational education administrators
regarding their professional developm ent needs, comparing the variables o f educational
background, tenure in position, and educational setting?

Hypotheses
The null hypotheses were:
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1. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis o f their educational background.
2. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis of their tenure in office.
3. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis o f their educational setting.
4. There are no significant differences among technical/vocational education
administrators about their professional development needs on the basis o f educational
background.
5. There are no significant differences among technical/vocational education
administrators about their professional development on the basis o f tenure in position.
6. There are no significant differences among technical/vocational education
administrators about their professional development needs on the basis o f educational
setting.

Data Analysis
The population as a whole was described in terms o f demographic information
stated in the questionnaire. Technical/vocational education administrators' overall
perceptions o f the importance o f roles/functions and need for further professional
development were described within eight major categories and further described as
specific items within each category. The eight major categories were: (1) Program
Planning, Development, and Evaluation; (2) Instructional M anagement; (3) Personnel
Management; (4) Staff Development; (5) Professional Relations and Self-Development;
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(6) School/Community Relations: (7) Facility and Equipment Management, and (8)
Business and Financial Management.
To determine the level o f importance, a 5-point scale was used ranging from "N ot
Important" to "Very important.” with I being "Not Important” and 5 being "Very
Important.” The mean score for each major category and the individual items w ithin each
major category were rank ordered to determine the roles/functions that were perceived to
be o f m ost importance.
A second 5-point scale was used to determine the perceived need for further
preparation and continuing professional development for each role descriptor.
Respondents were asked to indicate the need on a scale o f I to 5. ranging from "No
Need" to "High Need." with I being "No Need" and 5 being "High Need."

The mean

scores for each major category and the individual items within each category were then
ranked ordered to determine the roles/fimctions that were perceived to be most needed for
liirther preparation and professional development.
A major category or individual role descriptor was judged important or a priority
need if it received an average rating o f more than 3.75. To determine the range o f
importance o f a given category, or role/fimction. and its perceived training needs, the
following scale was used: 1.00 - 2.50, Not Important/No Need; 2.51 - 3.75, Little
Importance/Little Need; and 3.76+, Very Important/High Need.
Second, the perceived importance o f the roles/functions and their training needs
o f the sample was compared among the various categories o f independent variables:
educational background, tenure in position, and educational setting.
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In response to hypotheses 1-6. one-way analysis o f variance was used with
Student Newman Keuls' post hoc multiple comparison test with an alpha o f 0.05 in order
to determine if there were any differences among groups o f TVE administrators. One
way analysis o f variance was also done to identify the significant roles/functions within
each major category. The assumption was made that the responses used interval data.

Sum m ary
This chapter included information on the design o f the study. It discussed the
population, which referred to technical/vocational education administrators: the
instrumentation, which referred to the type o f instrument used to collect data:
methodology o f collecting data, the process used to collect information: hypotheses to be
tested in analysis: analysis o f data: and the weaknesses o f the study.
This study was limited to technical/vocational education administrators in the
central office o f the Ministry o f Education, and in secondary and post-secondary
education institutions in Barbados. One survey instrument was used consisting o f 87
questions, including 79 items which listed various role descriptors associated with the
administration o f TVE programs and 8 questions that provided demographic information
about each respondent.
The data were collected directly from technical/vocational education
administrators. The analysis o f data was descriptive utilizing one-way analysis o f
variance w ith Student Newm an Keuls’ post hoc multiple comparison test with an alpha o f
0.05 to determine which categories or individual roles w ithin the categories were
considered to be significant.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CHAPTER III

METHODOLOGY

Introduction
The purpose o f this study was to identify the roles/functions o f
technical/vocational education (TVE) administrators in Barbados and to ascertain their
perceived need for further preparation and continuing professional development. In this
chapter is presented the research design, the selection o f subjects, the instrumentation, the
procedure for collection o f data, and the data analysis.

Research Design
A descriptive survey design was used for this study. The focus o f the study was
to identify the roles/functions o f technical/vocational education (TVE) administrators in
Barbados and to ascertain their need for further preparation and continuing professional
development.
An attempt was also m ade to determine the relationship between certain selected
demographic variables and ho w TVE administrators perceived their administrative
roles/functions. These variables include gender, age, years o f experience as TVE
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administrators, job status, educational setting o f employment, highest level o f education,
and the focus o f undergraduate and graduate degree programs.
The design used for the study was selected because it facilitated the data
collection in a manner that allowed the respondents to state their perceptions as solicited
by specific questions. Tuckman (1978) explained that questionnaires are frequently used
by researchers to convert into data the information directly given by a person (subject).
He further stated that this type o f instrument allowed the researcher to measure what a
person knew, liked or disliked, and what a person thought.
In discussing the application o f educational research, Borg (1981) explained that
since education is a new science a descriptive research is important to education, for
much o f the work in a new science is descriptive. He also noted that it was typical for
researchers to utilize questionnaires and interviews to determine the opinions, attitudes,
preferences, and perceptions o f persons o f interest to the researcher.

Population
The population used in this study consisted o f technical/vocational education
administrators from: (1) the central office o f the M inistry o f Education, (2 ) principals
and head o f departments o f tertiary education institutions, and (3) principals and head o f
departments o f the 22 public secondary schools in Barbados. These respondents were
chosen because o f the pivotal role they performed in the delivery o f technical/vocational
education in Barbados.
The respondents from the central office o f the Ministry o f Education were chosen
because they are responsible to government for ensuring that government's plans and

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

policies are implemented in educational institutions in the country. The principal is the
chief curriculum planner and initiator o f the institution and is responsible for program
planning, implementation, and evaluation.
The head o f department supervises the department and is concerned with the
daily operation o f the department, coordinates the instructional process, assigns
responsibilities to teachers, and ensures that the department is operational. The head o f
department is also responsible for a particular specialty in the technical/vocational
education program. In this study the specialties are: (1) Industrial Arts. (2) Home
Economics. (3) Business Studies, and (4) Art and Craft. The tertiary institutions
sampled were: Erdiston Teachers Training College. The Barbados Community College,
and The Samuel Jackman Prescod Polytechnic.
The population included eight administrators from the central office o f the
Ministry o f Education, 24 administrators from tertiary institutions, and 83 administrators
from the public secondary schools, which combined to result in a population o f 115.

Instrumentation
The instrument used in this study was a previously administered questionnaire
modified by the researcher to satisfy the needs o f this study. A closed-type 87-item
questionnaire, which included 79 items that listed various role descriptors associated with
the administration o f TVE programs and 8 items that provided demographic information
about the respondents, was used for the collection o f data for the study (see Appendix A).
Items for the questionnaire were selected from a study conducted by the National Center
for Research in Vocational Education, Ohio State University (Norton et al., 1987), which
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identified and nationally validated competencies which were necessary for TVE
administrators.
The questionnaire was divided into eight sections or categories, namely. Program
Planning. Development, and Evaluation: Instructional Management: Personnel
Management: Staff Development: Professional Relations and Self-Development: SchoolCommunity Relations: Facilities and Equipment, and Business and Financial
Management.
In order to identify and verify the competencies that were required for TVE
administrators in Barbados, the original instrument was administered to a panel o f seven
educational administrators from Barbados, other Caribbean countries, and from
Commonwealth countries. All members o f the panel were educated familiar w ith the
system o f education that presently existed in Barbados as they were educated under a
similar system. They drew on their own professional experience and from relevant
literature on the subject, as they considered and recommended competencies which they
viewed as relevant to TVE administrators in Barbados.
The panel was asked to evaluate the instrument for content validity and give
comments concerning the clarity and appropriateness o f the items, the placing o f items in
sections, the format, and the general suitability o f the instrument for TVE administrators.
Based on the feedback from the panel, the Ohio State instrument o f 201 items was
reduced to 79 items. Two categories, Student Services and Transport and
Communication Services, and several individual items, not considered relevant to the
operation o f schools in Barbados, were eliminated. The panel was asked to recommend
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additional items but indicated there was no need for items other than those already in the
instrument. As a result o f the responses from the panel, adjustments were made to
improve the appearance and understandability o f the questions. The revised
questionnaire was further reviewed by the panel o f seven individuals and they decided
that no further revisions o f the instrument were needed.
The data-collecting instrument for this study was a survey questionnaire with 87
items. The survey included 79 items which listed various role descriptors associated with
the administration o f TVE programs. For each role descriptor, respondents were asked to
indicate (1) how important the role/function was to their role as a TVE administrator and
(2) their personal need for further preparation and continuing professional development in
order to be as effective as they would like to be in each o f the roles/functions listed. The
survey questionnaire also included eight items that provided demographic information
about each respondent.

Data Collection Procedure
I personally supervised the collection o f the data for this study. The
questionnaires were produced at Andrews University and I took them to Barbados where
they were administered. The questionnaires were numbered for each set o f respondents.
A letter was sent to the Ministry o f Education in Barbados, stating the desire to
undertake the study and requesting permission from the respective school boards to
adm inister the study (Appendix A). Upon receiving perm ission, I visited each
educational institution, where a personal letter o f introduction was presented to each
respondent (Appendix A), and I personally administered the questionnaires to
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technical/vocational education administrators in the central office o f the Ministry of
Education, principals and heads o f departments o f tertian,' institutions, namely. The
Barbados Community College. Erdiston Teachers' Training College, and The Samuel
Jackman Prescod Polytechnic: and finally to principals and heads o f departments o f
public secondary schools. Each respondent was assured o f the confidentiality o f the
exercise.
I met with respondents in the various institutions and individually issued the
questionnaire to each respondent. Time was spent with respondents in order to answer
any queries presented by respondents. In some institutions, principals or their appointees
undertook the responsibility for the collection o f the finished instrument and ensured that
they were safely and confidentially secured until they handed them over to me. In most
cases I collected the completed questionnaires and reviewed them in order to ensure that
issued guidelines and procedures were followed. I revisited institutions as was necessary
and spent time with administrators explaining any questions or issues that arose. It also
afforded me the opportunity to generate an appropriate environment in which the
instrument could be administered.
A total o f 153 questionnaires were issued and a total o f 115 were returned. O f
the returned questionnaires, 8 respondents were from the central office o f the Ministry o f
Education, 12 respondents each were from tertiary institutions and vocational centers, 30
respondents from Grammar schools, and 53 from Newer secondary schools. Some
difficulty was experienced at one Grammar school where the principal explained that the
school's schedule could not allow for the researcher to personally administer the
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questionnaire and I was requested to return on a subsequent date to collect the completed
questionnaires. After several unsuccessful telephone calls to the principal and return trips
to the school, the principal offered to mail the completed questionnaires to me. No
completed questionnaires were received from the school.

Research Questions and Hypotheses

Research Questions
The following research questions and hypotheses were addressed in this study:
1.

What do technical/vocational education administrators perceive to be

the range o f importance in each o f the selected roles/functions?
2. What differences exist among technical/vocational education administrators
regarding their perceptions about roles/functions, comparing the variables o f educational
background, tenure in position, and educational setting.
3. W hat do technical/vocational education administrators perceive to be their
degree o f need for further preparation and continuous professional development in each
o f the selected roles/functions?
4. W hat differences exist among technical/vocational education administrators
regarding their professional development needs, comparing the variables o f educational
background, tenure in position, and educational setting?

Hypotheses
The null hypotheses were:
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1. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis o f their educational background.
2. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis o f their tenure in office.
3. There are no significant differences among technical/vocational education
administrators about roles/functions on the basis o f their educational setting.
4. There are no significant differences among technical/vocational education
administrators about their professional developm ent needs on the basis o f educational
background.
5. There are no significant differences among technical/vocational education
administrators about their professional developm ent on the basis o f tenure in position.
6.

There are no significant differences among technical/vocational education

administrators about their professional development needs on the basis o f educational
setting.

Data Analysis
The population as a whole was described in terms o f demographic information
stated in the questionnaire. Technical/vocational education administrators' overall
perceptions o f the importance o f roles/functions and need for further professional
development w ere described within eight major categories and further described as
specific items w ithin each category. The eight m ajor categories were: (1) Program
Planning, Development, and Evaluation; (2) Instructional Management; (3) Personnel
Management: (4) Staff Development; (5) Professional Relations and Self-Development:
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( 6 ) School/Community Relations: (7) Facility and Equipment Management, and ( 8 )
Business and Financial Management.
To determine the level o f importance, a 5-point scale was used ranging from "Not
Im portant” to '‘Very Important.” w ith 1 being "Not Important” and 5 being "Very
Im portant.” The mean score for each m ajor category and the individual items w ithin each
m ajor category were rank ordered to determine the roles/functions that were perceived to
be o f m ost importance.
A second 5-point scale was used to determine the perceived need for further
preparation and continuing professional developm ent for each role descriptor.
Respondents were asked to indicate the need on a scale o f 1 to 5. ranging from "No
Need" to "High Need." with I being "No Need" and 5 being "High Need.”

The m ean

scores for each major category and the individual items within each category were then
ranked ordered to determine the roles/functions that were perceived to be m ost needed for
further preparation and professional development.
A m ajor category or individual role descriptor was judged important or a priority
need if it received an average rating o f m ore than 3.75. To determine the range o f
im portance o f a given category, or role/function, and its perceived training needs, the
following scale was used: 1.00 - 2.50, N ot Important/No Need; 2.51 - 3.75, Little
Im portance/Little Need; and 3.76+, Very Important/High Need.
Second, the perceived importance o f the roles/functions and their training needs
o f the sam ple was compared among the various categories o f independent variables:
educational background, tenure in position, and educational setting.
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In response to hypotheses 1-6. one-way analysis o f variance was used with
Student Newman Keuls’ post hoc multiple comparison test with an alpha o f 0.05 in order
to determine if there were any differences among groups o f TVE administrators. One
way analysis o f variance was also done to identify the significant roles/functions within
each major category. The assumption was made that the responses used interval data.

Sum m ary
This chapter included information on the design o f the study. It discussed the
population, which referred to technical/vocational education administrators: the
instrumentation, which referred to the type o f instrument used to collect data;
methodology o f collecting data, the process used to collect information: hypotheses to be
tested in analysis: analysis o f data: and the weaknesses o f the study.
This study was limited to technical/vocational education administrators in the
central office o f the Ministry o f Education, and in secondary and post-secondary
education institutions in Barbados. One survey instrument was used consisting o f 87
questions, including 79 items which listed various role descriptors associated with the
administration o f TVE programs and 8 questions that provided demographic information
about each respondent.
The data were collected directly from technical/vocational education
administrators. The analysis o f data was descriptive utilizing one-way analysis o f
variance w ith Student N ew m an Keuls’ post hoc multiple com parison test with an alpha o f
0.05 to determine which categories or individual roles w ithin the categories were
considered to be significant.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF THE DATA

The purpose o f this study was to identify the roles/functions o f
technical/vocational education administrators in Barbados and to identify the personal
needs for further education and continuing professional development. The study also
addressed the self-perceived difference between survey respondents according to their
educational background, tenure in position, and educational setting.
Presented in this chapter are the analysis and interpretation o f the data gathered
from the responses o f 115 technical/vocational education (TVE) administrators in
Barbados to the survey instrument that was used for the study. The survey instrument
included the demographic factors o f the sampled population and 79 items which
described various roles/functions associated with the administration o f TVE programs. It
assessed the range o f importance o f the roles/functions in TVE administrative positions
and identified the perceived needs for further preparation and continuing professional
development. Four research questions were addressed in the study. It also reports on the
data yielded from testing six hypotheses.
One hundred fifty-three technical/vocational education administrators
in Barbados were given survey instruments. O f that num ber, 115 returned usable survey
forms for a response rate o f 75%.
67
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The responses indicate that 69 (60%) o f the respondents were males and 46
(40%) were females. The largest group o f the respondents. 53 (46.1%). identified
themselves in the range o f 41-50 years o f age. Forty-three o f the respondents (37.4%)
were 51 years o f age or older, and 19 respondents (16.5%) were less than 41 years o f age.
These data are summarized in Tables 3 and 4.

TABLE 3
DEMOGRAPHIC CHARACTERISTICS:
GENDER (N =l 15)
Gender

No.

%

Males

69

60

Females

46

40

TABLE 4
DEMOGRAPHIC CHARACTERISTICS:
AGE (N= 115)
Male

Female

Total

30-40 years

12

07

19

41-50 years

32

21

53

50+ years

25

18

43

Age

In response to the question o f how long they had administered
technical/vocational education programs, 41 (35.7%) o f the respondents reported that
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they had administered such program s for 11 years or longer. An equal num ber o f
administrators. 37 (32.2%). served 0-5 years and 6-10 years, respectively, in
technical/vocational education. These data are summarized in Table 5.

TABLE 5
TEA CH ING EXPERIENCE (N =l 15)
No. o f Years
0-5 years
6 -1 0
1 1-

vears
years

M ale

Female

Total

21

16

37

24

13

37

24

17

41

Fifty-three (46.1%) o f respondents indicated that they w orked in a Newer
secondary school. 30 (26.1%) said that they worked in a Grammar school, and 32
(27.8%) o f the respondents reported that they worked in other institutions. These data are
summarized in Table 6 .
When asked to indicate their present job status, 63 (54.8% ) technical/vocational
education administrators indicated that they were permanently em ployed. 33 (28.7%)
were appointed in their job, and 19 (16.5% ) o f respondents were classified “other / 1
These data are summarized in Table 7.
In response to the question o f the highest level o f education attained by
technical/vocational education adm inistrators, 51 (44.7 %) reported that they had a
baccalaureate degree; an additional 41 (36.0% ) held certification below baccalaureate
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degree level, and 22 (19.3%) o f the respondents held m aster's degrees and above. These
data are summarized in Table 8 .
TABLE 6
EDUCATIONAL SETTING (N=l 15)
Institution

Male

Female

Total

Grammar School

18

12

30

Newer Secondary

jj

20

53

Other

18

14

32

*>*>

TABLE 7
JOB STATUS (N=l 15)
Job Status

Male

Female

Total

Permanent

35

28

63

Appointed

22

11

n
JJ

Other

12

07

19

TABLE 8
HIGHEST LEVEL OF EDUCATION (N =l 15)
Male

Female

Total

< B.A.

26

15

41

B.A.

29

22

51

Graduate

14

8

22

Level o f Education.
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Fifty-five (50%) TVE administrators had an undergraduate program focus in
general education, while 33 (30%) o f them reported a vocational education emphasis, and
22 (20% ) said that their program focused on some other area. When compared to their
graduate program focus, a majority o f the respondents, 35 (59.3%), reported general
education, while 9 (15.3%) reported that they had a graduate focus in vocational
education administration. The remaining respondents. 15 (23.4%). reported that their
graduate emphasis was in areas other than the two areas mentioned. These data are
summarized in Tables 9 and 10.

Results From Research Questions
Four research questions were formulated to serve the purpose o f the study. In
the following pages, each research question is restated followed by a report o f the data
pertaining to that question.

Research Question 1
Research Question 1 asked: What do technical/vocational educational
administrators perceive to be the range o f importance in each o f the selected
roles/functions?
The various roles/fimctions associated with the administration o f
technical/vocational education have been organized into the following eight major
categories: (1) Program Planning Development, and Evaluation; (2) Instructional
M anagement; (3) Personnel Management; (4) Staff Development; (5) Professional
Relations and Self-Development; ( 6 ) School/Community Relations; (7) Facilities and
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Equipment, and ( 8 ) Business and Financial Management. Within each major category,
the TVE administrators' perceptions o f the various roles/functions ranged in importance.

TABLE 9
PROGRAM FOCUS. UNDERGRADUATE ( N = 1 10 )
Male

Female

Total

General Ed.

32

23

55

Vocational Ed.

20

13

jj

Other

12

10

22

Program

T A B L E 10
PR O G R A M F O C U S, G R A D U A T E (N = 59)

Male

Female

Total

General Ed.

19

16

35

Vocational Ed.

4

5

9

Other

7

8

15

Program

from "not important/no need" (1 on the scale) to "very important/high need" (5 on the
scale). A given category was considered "not important/no need" if it had a mean score
o f between 1.00 and 2.50; o f "little importance/little need" if the mean scores were
between 2.51 and 3.75; and "very important/high need" if the mean scores were higher
than 3.75.
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Technical/vocational education administrators identified Professional Relations
and Self-Development with a mean score o f 4.33 to be the most important category:
followed by Staff Development with a mean score o f 4.25: Personnel Management, with
a mean score o f 4.22: Program Planning Development and Evaluation with a mean score
o f 4.18: Facilities and Equipment with a mean score o f 4.06: and Instructional
Management with a mean score o f 3.97.
School/Community Relations was viewed by TVE administrators as the
category o f least importance with a mean score o f 3.66. They also regarded Business and
Financial Management similarly. These data are summarized in Table 11.

TABLE 11
TVE ADM INISTRATORS’ PERCEPTIONS OF THE IM PORTANCE OF
ROLES/FUNCTIONS BY MAJOR CATEGORIES (N =l 15)
M ean

SD

R ank

I. Program Planning. Development & Evaluation.
( 1 2 items)

4.18*

0.55

4

2. Instructional M anagement (16 items)

3.97*

0.56

6

3. Personnel M anagement (10 items)

4.22*

0 .6 8

J

4. Staff Development (5 items)

4.25*

0.63

2

5. Professional Relations & Self-Development
(9 items)

4.33*

0.57

I

3.66

0.81

8

4.06*

0.73

5

3.75

1.01

7

M ajo r Categories

6.

School/Community Relations (9 items)

7. Facilities & Equipment (10 items)
8.

Business & Financial M anagement (8 items)

*Met criteria for "very important" category.
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In the category o f Program Planning. Development, and Evaluation, the most
im portant individual role as perceived by technical/vocational education administrators
was item 9. recommend curriculum revisions, with a mean score o f 4.44 . It was
followed by item 1. survey student interests, with a mean score o f 4.39 and. item 4.
prepare an annual plan for delivering technical/vocational education, with a mean score o f
4.37.
Item 7. conduct student follow-up studies, was viewed as the item o f least
importance with a mean score o f 3.85. It was followed by item 10. write proposals for
the funding o f new programs and the improvement o f existing programs, and item 1 1 .
contract instructional programs with business and industry, both with a mean score o f
3.90. Based on the criteria set by the researcher, all items in the category were perceived
by TV E administrators to be very important. These data are summarized in Table 12.
In the category o f Instructional Management, the individual role considered
most im portant was item 18, guide staff in selecting and using effective instructional
strategies, with a mean score o f 4.49. Item 15, provide student discipline, and item 20.
guide sta ff in integrating and articulating the technical/vocational program with the total
educational program, both with a mean score o f 4.32, followed in importance as
perceived by TVE administrators. The item o f least importance was item 23, direct the
adult and continuing education programs, with a mean o f 3.23; followed by item 24,
guide the articulation o f secondary and post-secondary technical/vocational education
programs, with a mean o f 3.60; and item 22, provide technical assistance in the
developm ent o f customized training programs for business and industry, with a mean o f
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3.61. Thirteen o f the 16 items, based on the criteria set by the researcher, were perceived
by TVE administrators to be very important. These data are summarized in Table 13.

TABLE 12
TVE ADMINISTRATORS' PERCEPTIONS OF THE IMPORTANCE OF PROGRAM
PLANNING. DEVELOPM ENT. AND EVALUATION ( N =l 15)

Item Content

Mean

SD

4.39*

0.77

2. Analyze labor demand data

4.04*

0.99

9

3. Direct course/program planning & development
efforts

4.31*

0 .8 6

6

4. Prepare an annual plan for technical/voc.
education

4.37*

0.85

J

5. Prepare a 3-5-yr. plan for overall program
improvement

4.08*

0.89

8

6.

Conduct course/program review

4.34*

0 .8 6

4

7. Conduct student follow-up studies

3.85*

0.97

12

8.

4.33*

0 .8 6

5

4.44*

0.76

1

10. Write proposal for funding new programs &
improvement of existing programs

3.90*

1 .1 0

10

11. Contract instructional programs w/
business/industry

3.90*

0.98

11

12. Develop supplement/remedial instructional
programs

4.17*

0.98

7

1.

Survey student interest

Assess student competency

9. Recommend curriculum revisions

*M et criteria for "very important" category.
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TABLE 13

TVE ADMINISTRATORS* PERCEPTION OF THE IMPORTANCE OF
INSTRUCTIONAL MANAGEMENT
Item C ontent

M ean

SD

R ank

13. Establish institutional program entry/completion
requirements

3.78*

1.01

10

14. Establish student rules & policies

4.05*

0.91

8

15. Provide student discipline

4.32*

0.95

16. Prepare a student handbook

3.76*

1.13

12

17. Prepare a master schedule o f course/program
offerings

4.08*

1 .0 0

7

18. Guide staff in selecting & using effective
strategies

4.49*

0.73

1

19. Direct cooperate education program

3.77*

0.95

11

20. Guide staff in integrating technical/vocational
program

4.32*

0.79

21. Promote integration o f vocational student activities

4.02*

0.99

9

22. Provide technical assistance in customized
training program

3.61

1.19

14

23. Direct adult & continuing education programs

3.23

1 .2 0

16

24. Guide articulation o f post- & secondary
programs

3.60

1 .10

15

25. Approve selection o f instructional equipment

4.25*

0.83

5

26. Approve selection o f instructional
supplies/materials

4.32*

0 .8 6

2

27. Provide for student record-keeping system

4.22*

0.89

6

3.26

1.21

12

28. Conduct student orientation activities
*Met criteria for "very important" items.
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In the category o f Personnel Management, item 35. conduct staff meetings, with
a mean score o f 4.49 was perceived as the item o f most importance. This was followed
by item 32. interview potential staff, with a mean o f 4.44. and item 37. evaluate staff
performance, with a mean o f 4.42. The items o f least importance were item 31. prepare a
personnel handbook, with a mean o f 3.58: item 30. prepare job descriptions and
requirements, with a mean o f 3.95: and item 38. conduct staff orientation activities, with
a mean o f 4.16. Nine o f the 10 items based on the criteria set by the researcher were
perceived by TVE education administrators to be very important. These data are
summarized in Table 14.
In the category o f Staff Development. TVE administrators indicated that item
39. assess staff development needs, with a mean o f 4.48. was the m ost important. The
least important role was arrange for staff exchanges with business and industry, with a
mean o f 3.96. All the items in this category met the criteria set by the researcher as
perceived by TVE administrators as being very important. These data are summarized in
Table 15.
In the category o f Professional Relations and Self-Development. TVE
administrators perceived that item 44, develop effective interpersonal skills, with a mean
o f 4.57, was the most important. This item was followed by item 52, assess personal
perform ance as an administrator, with a mean o f 4.52; and items 47, participate in
professional development activities for self-improvement, and 51, develop cooperative
problem-solving and decision-m aking skills, with a tied mean score o f 4.46.
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TABLE 14
TVE ADMINISTRATORS' PERCEPTION OF THE IMPORTANCE
OF PERSONNEL MANAGEMENT
Item C ontent

Mean

SD

R an k

29. Assess program staff requirements

4.33*

0.87

4

30. Prepare job description & requirements

3.95*

1.04

9

3 1. Prepare a personnel handbook

3.58

1.18

10

32. Interview potential staff

4.44*

0.89

2

33. Schedule staff workload

4.30*

0.93

6

34. Provide for staff record-keeping system

4.18*

0.91

7

35. Conduct staff meetings

4.49*

0.83

I

36. Prepare bulletins & other types o f
communication

4.31*

0.93

5

37. Evaluate staff performance

4.42*

0 .8 8

J

38. Conduct staff orientation activities

4.16*

0.91

8

*Met criteria for "very important" items.

TABLE 15
TVE AD M INISTRATORS’ PERCEPTION OF THE IM PORTANCE
OF STAFF DEVELOPMENT
Item C ontent

M ean

SD

R an k

39. Assess staff developm ent needs

4.48*

0.69

1

40. Conduct workshops & other in-service
programs

4.17*

0.93

4

41. Arrange workshops & in-service programs

4.32*

0.82

J

42. Arrange staff exchanges/business/industry

3.96*

1.06

5

43. Evaluate staff developm ent programs

4.33*

0.85

2

*Met criteria for "very important" items.
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The item perceived by TVE administrators o f least importance was item 46.
participate in professional organizations other than technical/vocational education, with a
mean score o f 3.76. All the items in this category based on the criteria set by the
researcher were perceived by TVE administrators as very important. These data are
summarized in Table 16.
In the category' o f School/Community Relations, item 59. plan for exhibits and
displays, with a mean score o f 4.12. was considered to be the most important. Next in
importance was item 61. conduct open house activities, with a mean score o f 3.77: and
item 53, develop a marketing plan for promoting technical/vocational education, with a
mean score o f 3.73. Item 60, write news releases for school and area media, with a mean
score o f 3.24, was the item considered as the least important in the category. Two items
in this category were perceived to be very important by TVE administrators, based on the
criteria set by the researcher. These data are summarized in Table 17.
In the category Facility and Equipment, the item most highly ranked by TVE
administrators was item 67, comply with health and safety laws and regulations, having a
mean score o f 4.61. This was followed by items 6 8 , direct a safety awareness program
with a mean score o f 4.34; and 69, establish emergency plans, such as fire and disaster,
with a mean score o f 4.32. Item 70, schedule facility use by community members, was
the lowest ranked item in the category.
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TABLE 16
TVE ADMINISTRATORS’ PERCEPTION OF THE IMPORTANCE OF
PROFESSIONAL RELATIONS AND SELF-DEVELOPMENT
Item C ontent

M ean

SD

R an k

44. Develop effective interpersonal skills

4.57*

0.67

I

45. Participate in related professional
organizations

4.25*

0.85

7

46. Participate in other professional
organizations

3.76*

1.03

9

47. Participate in professional development

4.46*

0.73

j

48. Model professional image

4.39*

0.82

5

49. Apply information from reputable
professional sources

4.24*

0.84

8

50. Apply time management techniques to
personal work

4.38*

0.82

6

51. Develop cooperative problem solving skills

4.46*

0.75

j

52. Assess personal performance as
administrator

4.52*

0.79

T

*Met criteria for "very important" items.

Eight o f the 10 items in this category, based on the criteria set by the researcher,
were perceived to be very important by TVE administrators. These data are summarized
in Table 18.
The m ost important role in the category o f Business and Financial Management
was item 79, respond to business correspondence, with a m ean score o f 3.96. It was
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TABLE 17
TVE ADM INISTRATORS’ PERCEPTION OF THE IMPORTANCE OF
SCHOOL/COMM UNITY RELATIONS
Item C o n ten t

M ean

SD

R an k

53. Develop a marketing plan for promotion o f
program

3.73

1.16

J

54. Participate in community activities

3.64

1.08

6

55. Coordinate technical/vocational program
with community

3.62

1.08

7

56. Involve community leaders in school
programs

3.68

1.02

5

57. Conduct recognition programs

3.69

1.10

4

58. Make informational presentations to public

3.44

1.15

8

4.12*

1.12

I

60. Write news releases for school & area
media

3.24

1.12

9

61. Conduct open house activities

3.77*

1.08

->

59. Plan exhibits & displays

*Met criteria for "very important" items.

followed by item 76, analyze the cost o f operating various instructional programs, w ith a
mean score o f 3.88; and item 78, approve requisitions and work orders, with a m ean score
o f 3.83. The least important was item 72, establish purchasing and payment procedures,
with a mean o f 3.43. Based on the criteria identified by the researcher, five o f eight items
were perceived to be very important by TVE administrators. These data are summarized
in Table 19.
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TABLE 18
TVE ADMINISTRATORS' PERCEPTION OF THE IMPORTANCE
OF FACILITIES AND EQUIPMENT MANAGEMENT
Item C ontent

M ean

SD

R ank

62. Plan space requirements for program

4.09*

1.05

7

63. Submit building & equipment specifications

3.92*

1.23

8

64. Develop plan for repair & maintenance

4.11*

1.06

6

65. Maintain equipment & supply inventory
system

4.30*

1.05

5

66.

Establish long-range plan for new acquisitions

4.32*

0.90

4

67. Comply w/ health & safety laws & regulations

4.61*

0.73

I

68.

Direct safety awareness program

4.34*

0.89

2

69. Establish emergency plans (i.e.. fire &
disaster)

4.32*

0.97

3

70. Schedule community use o f facility

3.28

1 .2 2

10

71. Prepare renovation & alteration plans

3.29

1.21

9

*M et criteria for "very important" items.

Technical/vocational education administrators, in response to the research
question. What do technical/vocational education administrators perceive to be the range
o f importance in each o f the selected roles/functions? indicated that they recognize the
role o f Professional Relations and Self-Development to be the m ost im portant one. They
also perceived six o f the eight categories o f roles to be very important, and viewed the
category o f School/Community Relations as being o f least importance.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

TABLE 19
TVE ADMINISTRATORS' PERCEPTION OF THE IMPORTANCE
OF BUSINESS AND FINANCIAL MANAGEMENT
M ean

SD

R an k

3.43

1.30

8

73. Prepare budgets

3.80*

1.24

4

74. Administer budgets

3.75

1.23

6

75. Adopt appropriate financial accounting
system

3.79*

1.34

5

76. Analyze cost o f operating various programs

3.88*

1 .2 2

*>

77. Locate funding sources for program
development

3.55

1.35

7

78. Approve requisition & work orders

3.83*

1.29

j

79. Respond to business correspondence

3.96*

1.13

i

Item C ontent
72. Establish purchasing & paying procedure

*»

*Met criteria for "very important" items.

Research Q uestion 2
Research Question asked: W hat differences exist among technical/vocational
education administrators regarding their perceptions about roles/functions, comparing the
variables educational background, tenure in position, and educational setting?
To answer this research question, several hypotheses were tested. Each one is
stated, followed by the results o f the statistical analyses for that null hypothesis.
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H ypothesis 1
Hypothesis I stated: There are no significant differences among
technical/vocational education administrators about roles/functions on the basis o f their
educational background.
One-way analysis o f variance was performed to test whether there were any
significant differences among respondents. The responses used were interval data. The
Student Newman Keuls’ post hoc multiple comparison test was used to compare group
means with an alpha o f .05 . Due to the small sample size in some o f the groups, a
regrouping exercise was performed where the new groups were <B.A.. B.A.. and
Graduate.
W hen one-way analysis o f variance was applied in order to determine whether
there were any individual roles within the said category that were significantly different,
none of the roles were found to be significantly different. The hypothesis was retained for
this question. These data are summarized in Table 20.

Hypothesis 2
Hypothesis 2 stated: There are no significant differences among
technical/vocational education administrators regarding their roles/functions on the basis
o f tenure in position.
For the purpose o f this analysis the groups, based on tenure in position, were
collapsed into three categories in order to better facilitate the analysis. The groups were
re-classified as, Group 1-Permanent, 2-Appointed, and 3-Other, which included
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TABLE 20
ANOVA FOR EDUCATIONAL BACKGROUND AND TVE
ADMINISTRATORS' PERCEIVED IM PORTANCE OF
ROLES/FUNCTIONS BY M AJOR CATEGORIES
M ajor Categories

Educational
Background

N

Mean

SD

F

B

Program Planning

<B.A.
B.A.
Grad.

41
51
23

4.21
4.21
4.03

.4506
.4901
.7811

1.0068

.3687

Instructional
M anagement

<B.A.
B.A.
Grad.

41
51
23

3.97
4.03
3.85

.5855
.5481
.5703

0.7778

.4619

Personnel
M anagement

<B.A.
B.A.
Grad.

41
51
23

4.16
4.24
4.29

.6143
.7120
.7309

.3067

.7365

S taff Development

<B.A.
B.A.
Grad.

41
51
23

4.24
4.30
4.16

.5827
.6649
.6549

.4230

.6561

Pro fessional/Sel fDevelopment

<B.A.
B.A.
Grad.

41
51
23

4.24
4.40
4.34

.6449
.5186
.5579

.9094

.4057

School/Community
Relations

<B.A.
B.A.
Grad.

41
51
23

3.57
3.76
3.62

.8449
.7933
.7852

.6555

.5212

Facilities &
Equipment

<B.A.
B.A.
Grad.

41
51
23

4.04
4.14
3.92

.8033
.6304
.8256

.6923

.5025

Business &
Financial
M anagement

<B.A.
B.A.
Grad.

41
51
23

3.78
3.80
3.58

1.0689
.9070
1.1527

.3899

.6781
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administrators who were temporary, acting, or other. Some significant differences
emerged. Technical/vocational education administrators who were permanently
employed and those who were appointed in their jo b regarded four o f the eight categories
to be significantly different and recorded a higher m ean response than administrators who
recorded "other" status.
The categories where there were significant differences were: Instructional
M anagement. School/Community Relations. Facility and Equipment, and Business and
Financial M anagement (p < .05). Thus the hypothesis was rejected in these four
categories, but was retained in the other four. TVE administrators who were permanently
em ployed, and those who were appointed in their jo b . regarded these four categories to
be more important as they recorded a higher mean response than those administrators
who were o f "other" status. These data are sum marized in Table 21.
One-way analysis o f variance was used w ith Student Newman Keuls' post hoc
multiple comparison test with an alpha o f 0.05 in order to determine which individual
roles within the various categories were considered to be significant.
In the category Instructional Management, significant differences were found.
These were: Item 15. provide student discipline, p = .0097; item 17, prepare a master
schedule o f course/program offerings, p = .0138; item 18, guide staff in selecting and
using effective instructional strategies, p = .0114; and item 20, guide staff in integrating
and articulating the technical/vocational program w ith the total educational program, p =
.0289; which were all significant at the p = .05 level.
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TABLE 21
ANOVA FOR TENURE IN POSITION AND TVE ADM INISTRATORS' PERCEIVED
IMPORTANCE OF ROLES/FUNCTIONS BY M AJOR CATEGORIES
Major Categories

Tenure in
Position

N

Mean

SD

E

Program Planning.
Development. &
Evaluation

Permanent
Appointed
Other

62

4.25
4.14
4.01

.5938
.4613
.5078

1.5759

.2114

Instructional
Management

Permanent
Appointed
Other

4.07
4.00
3.62

.5543
.4564
.6438

5.2244

.0068*

4.31
4.19
3.99

.6141
.6798
.8306

1.7425

.1798

4.34
4.19
4.07

.5708
.5655
.6124

1.6475

.1972

4.38
4.30
4.25

.5708
.5655
.6124

.4407

.6447

3.76
3.72
3.26

.7085
.7854
1.0293

3.1493

.0467*

4.15
4.14
3.65

.6572
.7038
.8918

4.0297

.0204*

3.87
3.82
3.24

1.0217
.8840
1.0729

3.2007

.0445*

Personnel
Management

Staff Development

Professional
Relations

School/Community
Relations

Facilities &
Equipment

Business &
Financial
Management

jj

20

62
JJ

20

Permanent
Appointed
Other

62

Permanent
Appointed
Other

62

Permanent
Appointed
Other
Permanent
Appointed
Other
Permanent
Appointed
Other
Permanent
Appointed
Other

JJ

20

jj

20

62
33
20

62
33
20

62
JJ

20

62
33
20
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TABLE 22
ANOVA OF ITEMS IN CATEGORY INSTRUCTIONAL MANAGEMENT
Item Content

Tenure in
Position

Mean

F

B

15. Provide student discipline

Permanent
Appointed
Other

4.40
4.51
3.75

4.8287

.0097

17. Prepare a master schedule o f
course/program offerings

Permanent
Appointed
Other

4.21
4.18
3.47

4.4512

.0138

18. Guide staff in selecting and using
effective instructional strategies

Permanent
Appointed
Other

4.56
4.61
4.05

4.6538

.0114

20. Guide staff in integrating tec/voc.
program with total educational
program.

Permanent
Appointed
Other

4.44
4.34
3.90

3.6611

.0289

In all roles where there was significant difference, TVE administrators
who were permanently employed or were appointed in their position recorded a
significantly higher mean response than those administrators who were "other." Thus
they perceived such roles as being more important. These data are summarized in Table

22 .
In the category School/Community Relations, significant differences were
found. Item 53, develop a marketing plan for promoting technical/vocational education,
g = .0260; item 57, conduct recognition programs for students, staff, and community
supporters, g = .0204, and item 58, make informational presentations to the public, g =
.0240; were all significant at the g = .05 level.
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In all o f the items in which there were differences, items 53. 57. and 58. TVE
administrators who were permanently employed and those who were appointed in their
job recorded a significantly higher mean response than those administrators who were o f
"other'' status. Thus they view this role as being o f a greater level o f importance than the
other group o f administrators. These data are summarized in Table 23.
In the category o f Facility and Equipment Management, significant differences
were found. Item 6 8 . direct a safety-awareness program, p = .0103; item 70. schedule
facility use by community members, p = .0093; and item 71. prepare renovation and
alteration plans, p = .0010; were all significant at the_p = .05 level.
In all o f the items where there were differences, items 6 8 . 70. and 71. TVE
administrators who were permanently employed and those who were appointed in their
job recorded a significantly higher mean response than TVE administrators who were o f
"other" status and thus attached a significantly higher level o f importance to this role than
TVE administrators who were o f “other” status. These data are summarized in Table 24.
In the category Business and Financial Management, significant differences
were found. Item 75, adopt an appropriate financial accounting system, p = .0389; and
item 78, approve requisitions and work orders, p = .0309; were both significant at the p =
.05 level.
In items 75 and 78, TVE administrators who were permanently employed and
those who were appointed in their job attached a significantly higher level o f importance
to these roles than TVE administrators who were o f “other” status. These data are
summarized in Table 25.
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TABLE 23
ANOVA OF ITEMS IN CATEGORY SCHOOL/COMMUNITY RELATIONS
Item Content

Tenure in
Position

Mean

F

a

53. Develop a marketing plan for
promoting technical/vocational
education

Permanent
Appointed
Other

3.80
3.97
3.11

3.7752

.0260

57. Conduct recognition programs
for student, staff & community
supporters

Permanent
Appointed
Other

3.90
3.64
3.11

4.0328

.0204

58. Make informational presentations
to the public

Permanent
Appointed
Other

3.60
3.52
2.79

3.8566

.0240

H ypothesis 3
Hypothesis 3 stated: There are no significant differences among
technical/vocational education administrators regarding their roles/functions on the basis
of educational setting.
For the analysis o f this hypothesis, the original five groups were collapsed into
three groups with (1) M inistry o f Education. (2) tertiary institutions, and (3) vocational
centers being regarded as “other” in group 1; G ram m ar schools as group 2; and Newer
secondary schools as group 3.
Significant differences were recorded in five categories. These were,
Instructional M anagement, Personnel M anagem ent, S taff Development,
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TABLE 24
ANOVA OF ITEMS IN CATEGORY FACILITIES AND EQUIPMENT
Item Content

Tenure in
Position

Mean

F

a

Direct a safety awareness
program

Permanent
Appointed
Other

4.45
4.45
3.80

4.7631

.0103

70. Schedule facility use by
community members

Permanent
Appointed
Other

3.49
3.33
2.55

4.8760

.0093

71. Prepare renovation & alteration
plans

Permanent
Appointed
Other

3.62
3.45
2.50

7.3459

.0010

68.

TABLE 25
ANOVA OF ITEMS IN CATEGORY BUSINESS AND
FINANCIAL M ANAGEMENT
Item Content

Tenure in
Position

Mean

F

£

75. Adopt an appropriate financial
accounting system

Permanent
Appointed
Other

3.92
3.97
3.10

3.3468

.0389

78. Approve requisitions & work
orders

Permanent
Appointed
Other

4.02
3.88
3.15

3.5882

.0309
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School/Community Relations, and Facilities and Equipment. In all five categories. TVE
administrators at Grammar schools in Barbados recorded a significantly lower mean
response than their counterparts at the Newer secondary schools and ‘‘other” institutions.
It must be noted that TVE administrators at Newer secondary schools and
"Other" perceived five o f the eight categories to be more important than TVE
administrators in the Grammar school setting. When the test o f significance was
computed, the null hypothesis was rejected for five o f the eight categories (p = < .05).
These data are summarized in Table 26.
One-way analysis o f variance was used with Student Newman Keuls* post hoc
multiple comparison test with an alpha o f .05 in order to determine which roles within the
various categories were considered to be significant. Significant differences were found
in the categories Instructional Management; Personnel Management; Staff Development;
School/Community Relations; and Facilities and Equipment. In the category
Instructional Management, significant differences were found. These were item 15.
provide student discipline. £ = .0280; item 22, provide technical assistance in the
development o f customized training project for business and industry, p = 0010; item
23. direct the adult and continuing education program, p = .0375; item 24, guide in the
articulation o f secondary and post-secondary technical-vocational education programs, p
= .0211; a tp = < . 05 level.
In item 15, TVE administrators who worked in the N ew er secondary schools
attached a significantly higher level o f importance to the administrative roles than
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TABLE 26
ANOVA FOR EDUCATIONAL SETTING AND TVE ADM INISTRATORS'
PERCEIVED IMPORTANCE OF ROLES/FUNCTIONS
BY MAJOR CATEGORIES
M ajor Categories

Educational
Setting

N

Mean

SD

F

B

Program Planning,
Development. &
Evaluation

Other
Grammar
N ewer

34
29
51

4.28
4.08
4.17

.5334
.4730
.5943

1.1013

.3360

Instructional
Management

Other
Grammar
N ewer

34
29
51

4.06
3.75
4.07

.5458
.6494
.4813

3.6778

.0284*

Personnel
Management

O ther
Grammar
N ew er

34
29
51

4.37
3.84
4.35

.6451
.8475
.4901

7.2052

.0011*

Staff Development

Other
Grammar
Newer

34
29
51

4.44
3.87
4.33

.5581
.7515
.5215

7.8951

.0006*

Professional
Relations & SelfDevelopment

Other
Grammar
Newer

34
29
51

4.25
4.20
4.48

.6713
.6312
.4364

2.7772

.0665

School/Community
Relations

Other
Grammar
Newer

34
29
51

3.87
3.33
3.73

.6930
.9024
.7775

3.8496

.0242*

Facilities &
Equipment

Other
Grammar
Newer

34
29
51

4.13
3.76
4.17

.6376
.7863
.7378

3.1442

.0470*

Business &
Financial
Management

Other
Grammar
Newer

34
29
51

3.88
3.75
3.66

.9392
1.0474
1.0584

.4674

.6279
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administrators who worked in “other" or in Grammar schools. In item 22. TVE
administrators who worked in “other” institutions and those administrators who worked
in Newer secondary schools regarded this role as significantly more important than
administrators who worked in Grammar schools.
In items 23 and 24. the mean response o f TVE administrators who worked in
“other" institutions was significantly higher than those o f TVE administrators who
worked in G ram m ar schools and Newer secondary schools, and thus they attached a
higher level o f importance to their administrative roles than those administrators who
worked in the Newer secondary schools and Grammar schools. These data are
summarized in Table 27.
In the category Personnel M anagement significant differences were found.
These were item 30. prepare job description and requirements, p = .0189: item 32,
interview potential staff, p = .0485; item 34, provide for staff record keeping system, p =
.0011: item 36, prepare bulletins and other communications designed to keep staff
informed, p = .0180: item 37, evaluate staff performance, p = .0007; and item 38, conduct
staff orientation activities, p = .0372.
In items 30. 32. 34. and 37, TVE administrators who worked at the “other"
institutions and those administrators who worked in Newer secondary schools recorded
significantly higher mean responses than TVE administrators who worked in Grammar
schools. In items 36 and 38, TVE administrators who worked in N ewer secondary
schools recorded a significantly higher mean response than those TVE administrators
who worked in Grammar schools. Technical/vocational education administrators who
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TABLE 27
ANOVA OF ITEMS IN CATEGORY INSTRUCTIONAL MANAGEMENT
Item Content

Educational Setting

Mean

F

e

15. Provide student discipline

Other
Grammar
Newer

4.1471
4.0345
4.6275

4.7622

.0104

22. Provide technical
assistance

Other
Grammar
Newer

4.0625
2.9655
3.6939

7.3837

.0010

23. Direct adult and
continuing education
program

Other
Grammar
Newer

3.6667
2.9286
3.1224

3.3871

.0375

24. Guide secondary and
post-secondary
tech/voc. education
program

Other
Grammar
Newer

4.0294
3.3214
3.4694

3.9985

.0211

worked in the Newer secondary schools perceived their role to be o f a higher level o f
importance than those administrators who worked in the Grammar school. These data are
sum m arized in Table 28.
In the category Staff Development, significant differences were found. These
were items 39, assess staff developm ent needs, g = .0443; item 40, conduct workshops
and other in-service programs, g = .0012; item 41, arrange for workshops and in-service
programs, and item 42, arrange for staff exchanges with business and industry, g = .0043,
at the g = .05 level.
In items 39,40, and 41, TVE administrators who worked in the “other”
institutions and in Newer secondary schools recorded significantly higher m ean responses
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TABLE 28
ANOVA OF ITEMS IN CATEGORY PERSONNEL MANAGEMENT
Item Content

Educational
Setting

Mean

F

s.

30. Prepare job descriptions and
requirements

Other
Grammar
Newer

4.2424
3.5172
4.0208

4.1195

.0189

32. Interview potential staff

Other
Grammar
Newer

4.5294
4.0741
4.5686

3.1123

.0485

34. Provide for a staff record
keeping system

Other
Grammar
Newer

4.3636
3.6786
4.3878

7.2566

.0011

36. Prepare bulletins and other
communications designed to
keep staff informed

Other
Grammar
Newer

4.3333
3.9630
4.5510

4.1763

.0180

37. Evaluate staff performance

Other
Grammar
Newer

4.6765
3.8966
4.5296

7.7909

.0007

38. Conduct staff orientation
activities

Other
Grammar
Newer

4.2121
3.7931
4.3265

3.3950

.0372
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TABLE 29
ANOVA OF ITEMS IN THE CATEGORY STAFF DEVELOPMENT
Item Content

Educational
Setting

Mean

F

E

39. Assess staff development
needs

Other
Grammar
Newer

4.6176
4.2069
4.5400

3.2078

.0443

40. Conduct workshops and
other in-service programs.

Other
Grammar
Newer

4.2059
3.6552
4.4314

7.1845

.0012

4 1. Arrange for workshops and
in-service programs

Other
Grammar
Newer

4.3824
3.9655
4.4694

3.8304

.0247

42. Arrange for staff exchanges
with business and industry'

Other
Grammar
Newer

4.4242
3.5517
3.9184

5.7452

.0043

TABLE 30
ANOVA OF ITEMS IN CATEGORY SCHOOL/COMMUNITY RELATIONS
Educational
Setting

Mean

E

a

55. Coordinate tech/voc.
education programs with jobtraining programs

Other
Grammar
Newer

3.8438
3.1667
3.7391

3.2674

.0423

58. Make informational
presentations to the public

Other
Grammar
Newer

3.8182
2.9655
3.5098

4.7490

.0105

61. Conduct open-house
activities

Other
Grammar
Newer

4.000
3.4448
3.8627

3.2785

.0414

Item Content
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than TVE administrators who worked in G ram m ar schools. Thus TVE administrators
who worked in Grammar schools attached the least level o f significance to these
administrative roles o f the three groups o f administrators.
In item 62 and item 66. TVE administrators who worked in “other" institutions
and those administrators who worked in N ewer secondary schools recorded a
significantly higher mean score than TVE administrators who worked in Grammar
schools. In item 65. TVE administrators who worked in Newer secondary schools
recorded a significantly higher mean score than TVE administrators who worked in
G rammar schools. In each role o f this category, technical/vocational administrators who
worked in Grammar schools attached the least level o f importance to these adm inistrative
roles. These data are summarized in Table 3 1.

TABLE 3 1
ANOVA OF ITEMS IN CATEGORY FACILITIES AND EQUIPMENT
Item Content

Educational
Setting

Mean

F

B

62. Plan space requirements
for programs

Other
Grammar
Newer

4.3438
3.6552
4.1569

3.6937

.0280

65. M aintain an equipment and
supply inventory system

Other
Grammar
Newer

4.2727
3.8276
4.5686

4.9414

.0088

66. Establish a long-range plan
for acquisition o f new
equipment

Other
Grammar
Newer

4.5152
3.9655
4.3922

3.3285

.0395
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Although there were no significant differences recorded for the categories
Program Planning. Development, and Evaluation; Professional Relations and SelfDevelopment: and Business and Financial Management, items within these categories
were found to be significantly different at the p = < .05 level.
In the category Program Planning. Development, and Evaluation, significant
difference was found for item 9. recommend curriculum revision. p = .0104.
Technical/vocational education administrators who worked in "other" institutions and
those administrators who worked in Newer secondary schools recorded a higher mean
score than those TVE administrators who worked in Grammar schools.
Technical/vocational education administrators who worked in Newer secondary schools
attached the highest level o f importance to their roles.
In the category Professional Relations and Self-Development, significant
differences were found for item 48. model professional image through personal
appearance and conduct, p = .0330; and item 52. assess personal performance as an
administrator, p = .0259. In item 48. TVE administrators who worked in Newer
secondary schools recorded a lower mean score than TVE administrators who worked in
'‘other” institutions. Technical/vocational education administrators o f “other” status
attached the highest level o f importance to this role. In item 52, TVE adm inistrators who
w orked in Newer secondary schools recorded a lower mean score than adm inistrators
who worked in “other” or those administrators who worked in Grammar schools.
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Item Content

Educational
Setting

Mean

F

Recommend curriculum
revisions

Other
Grammar
Newer

4.5294
4.0690
4.5800

4.7622

.0104

48. Model professional image
through personal appearance
and conduct

Other
Grammar
Newer

4.5410
4.3438
4.000

3.5181

.0330

52. Assess personal performance
as an administrator

Other
Grammar
Newer

4.5806
4.6667
4.1000

3.7758

.0259

75. Adopt an appropriate
financial accounting system

Other
Grammar
Newer

3.9167
3.9688
3.1000

3.3468

.0389

78. Approve requisitions and
work orders

Other
Grammar
Newer

4.0161
3.8788
3.1500

3.5882

.0309

9.
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Hypothesis 3 sought to determine if there were significant difference among
TVE administrators regarding their roles/functions on the basis o f educational setting.
Significant differences were found in five o f the eight categories. In all five categories,
technical/vocational administrators who worked in “other" institutions and in Newer
secondary schools recorded higher mean scores than TVE administrators who worked in
Grammar schools and thus they attached a higher level o f importance to their roles. In 14
o f 25 items TVE administrators who worked in “other ” institutions and those TVE
administrators who worked in Newer secondary schools, recorded higher mean responses
than TVE administrators who worked in Grammar schools and thus they attached a
higher level o f importance to their job. In 5 o f 25 items, technical/vocational education
administrators who worked in “other" institutions recorded higher mean scores than the
other two groups o f TVE administrators and thus attached the highest level o f importance
to these roles.

R esearch Q uestion 3
Research Question 3 asked: What do technical/vocational education
administrators perceive to be their degree o f need for further preparation and continuous
professional development in each o f the selected roles/functions?
The various roles/functions associated with technical/vocational education
(TVE) administrators have been organized into the following eight major categories:
Program Planning, Development, and Evaluation; Instructional Management; Personnel
Management; S taff Development; Professional Relations and Self-Development;
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SchooL/Community Relations: Facilities and Equipment Management: and Business and
Financial Management.
Within each major category-, technical/vocational education administrators
were asked to determine their need for further preparation and continuing professional
development. Their responses ranged from "no need” (1 on the scale) to "high need” (5
on the scale). A given category- was considered “no need” if it had a mean score o f
between 1.00 and 2.50: o f “ little need” if the mean scores were between 2.51 and 3.75:
and "high need” if the mean scores were higher than 3.75.
Technical/vocational education administrators, on the average, expressed "little
need” for further preparation in the major categories o f roles/fimctions. Comparing the
eight categories o f roles/functions. Staff Development was identified as the category- in
which TVE administrators had the highest need for further preparation with a mean score
o f 3.76. Program Planning. Development, and Evaluation was ranked second, with a
mean score o f 3.70: and Professional Relations and Self-Development was ranked third,
with a mean score o f 3.59.
The categories ranked as the lowest need for further preparation were Business
and Financial Management, with a mean score o f 3.34: followed by Personnel
Management, w ith a mean score o f 3.35. and third by the categories Instructional
M anagement and Facilities and Equipment, each w ith a mean score o f 3.43. These data
are shown in Table 33.
In the category o f Program Planning, Development, and Evaluation, the most
important role as perceived by technical/vocational education administrators was item 12.
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TABLE 33
TVE ADMINISTRATORS’ PERCEPTION OF THEIR PERSONAL
NEED FOR FURTHER PREPARATION IN ROLES/FUNCTIONS
BY M AJOR CATEGORIES
M ajor Categories

Mean

SD

Rank

Program Planning, Development. & Evaluation (12
items)

3.70

0.78

2

Instructional Management (16 items)

3.43

0.87

5

Personnel Management (10 items)

3.35

1.07

7

S taff Development (5 items)

3.76*

0.96

1

Professional Relations & Self-Development (9 items)

3.59

0.95

4

School/Community Relations (9 items)

3.66

0.91

j

Facilities & Equipment (10 items)

3.43

0.90

5

Business & Financial M anagement (8 items)

3.34

1.06

8

*>

*M et criteria for ” high need.”

develop supplemental/remedial instructional programs, with a mean score o f 3.83. It was
followed by item 3, direct course/program planning with a mean score o f 3.81; and item
9, recommend curriculum revision with a mean score o f 3.77.
The least important role as perceived by the administrators was item 8, assess
student competency, with a m ean score o f 3.61; second, item I, survey student interest,
and item 11, contract instructional programs, both with a mean score o f 3.62. Based on
the criteria set by the researcher, only four items in this category were perceived to be o f
high need to TVE administrators. These data are summarized in Table 34.
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TABLE 34
TVE ADM INISTRATORS' PERCEPTION OF THEIR PERSONAL NEED FOR
FURTHER PREPARATION IN CATEGORY PROGRAM PLANNING.
DEVELOPMENT AND EVALUATION
Item Content

Mean

SD

Rank

1. Survey student interest

3.62

1.13

10

2. Analyze labor demand data

3.70

1.04

6

3. Direct course/program planning

3.81*

0.96

~i

4. Prepare an annual plan

3.68

1.03

7

5. Prepare a 3-5 year plan

3.65

1.03

9

6. Conduct course/program reviews

3.68

1.07

7

7. Conduct student follow-up studies

3.61

1.07

12

8. Assess student competency

3.72

1.05

5

9. Recommend curriculum revisions

3.77*

1.14

J

10. Write proposals for the funding o f new
programs

3.76*

1.07

4

11. Contract instructional programs

3.62

1.13

10

12. Develop supplemental/remedial instructional
programs

3.83*

1.09

I

*M et criteria for “high need” item.

For the category o f Instructional Management, the area o f highest need for
further preparation was item 20, guide staff in integrating and articulating
technical/vocational program, w ith a m ean score o f 3.80; followed by item 18, guide staff
in selecting and using effective instructional strategies, with a mean score o f 3.72; and
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item 22. provide technical assistance in the development o f customized training programs
with a mean score o f 3.70.
Technical/vocational education administrators regarded item 16. prepare a
student handbook, with a mean score o f 3.09, as being the one o f least need. Second wras
item 28. conduct student orientation activities, with a mean score o f 3.15. and third, item
14. establish student rules and policies with a mean score o f 3.19. Based on the criteria
identified by the researcher, only 1 o f the 16 items in the category was perceived to be o f
"high need" for training by TVE administrators. These data are summarized in Table 35.
In the category o f Personnel Management, the individual role in which TVE
administrators perceived the most need for further preparation was item 37, evaluate staff
development, with a mean score o f 3.69. It was followed by item 29, assess program
staffing requirements, with a mean score o f 3.51, and item 32, interview potential staff.
The individual roles with the least need for further preparation were items 33. schedule
staff work load, and 35, conduct staff meetings, with a tied mean score o f 3.18. These
data are summarized in Table 36.
None o f the roles in the category o f Personnel Management were regarded by
TVE administrators as being o f “high need.” In the present bureaucratic system o f
Barbados, Personnel Functions are usually performed by the institution’s Board o f
M anagement in conjunction with the Ministry o f Education. Thus TVE administrators
might not have seen the need for further preparation in this area as this category might
have been perceived as outside their domain.
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TABLE 35
TVE ADMINISTRATORS* PERCEPTION OF TH EIR PERSONAL NEED FOR
FURTHER PREPARATION IN CATEGORY INSTRUCTIONAL
M ANAGEMENT
Item Content

Mean

SD

Rank

13. Establish instructional program entry

3.40

1.10

10

14. Establish student rules & policies

3.19

1.28

14

15. Provide student discipline

3.21

1.36

13

16. Prepare a student handbook

3.09

1.34

16

17. Prepare a master schedule o f course program
offerings

3.48

1.28

8

18. G uide staff in selecting & using strategies

3.72

1.03

2

19. D irect the cooperative education program

3.65

1.05

4

20. Guide staff in integrating & articulating the
technical/vocational program.

3.80*

1.01

1

21. Promote the integration o f vocational student
organizational activities

3.63

1.07

5

22. Provide technical assistance in the developm ent
o f custom ized training

3.70

1.04

j

23. D irect the adult & continuing education
programs

3.22

1.29

12

24. G uide the articulation o f secondary & post
secondary programs

3.62

1.09

6

25. A pprove selection o f instructional equipm ent

3.51

1.19

7

26. A pprove selection o f instructional supplies

3.46

1.17

9

27. Provide for a student record-keeping system

3.35

1.34

11

28. Conduct student orientation

3.15

1.31

15

* M et criteria for “high need” item.
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In the category Staff Development. TVE administrators perceived item 43.
evaluate staff developm ent programs, with a mean score o f 3.87 as the most needed for
further preparation. Second was item 40, conduct workshops and other in-service

TABLE 36
TVE A D M IN ISTRA TORS’ PERCEPTION OF TH EIR PERSONAL NEED FOR
FURTHER PREPARATION IN CATEGORY PERSONNEL MANAGEMENT
Item Content

Mean

SD

Rank

29. Assess program staffing requirements

3.51

1.18

2

30. Prepare jo b descriptions & requirement

3.41

1.17

4

31. Prepare a personnel handbook

3.31

1.28

6

32. Interview potential staff

3.42

1.36

33. Schedule staff workloads

3.18

1.36

9

34. Provide for a staff record-keeping system

3.39

1.32

5

35. Conduct staff meetings

3.18

1.44

9

36. Prepare bulletins & other communications

3.23

1.38

8

37. Evaluate staff performance

3.69

1.29

1

38. Conduct staff orientation activities

3.37

1.28

7

programs, w ith a m ean score o f 3.82, and third, item 39, assess staff-development needs,
w ith a m ean score o f 3.78.
The individual role w ith the least perceived need for additional preparation, in
the category o f S taff Development, was item 42, arrange for staff exchanges, with a mean
.score o f 3.60, followed by item 41, arrange for w orkshops and in-service programs, with
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a mean score o f 3.70. Three o f the five items in the category met the criteria o f “high
need" for additional preparation. These data are summarized in Table 37.

TABLE 37
TVE ADM INISTRATORS' PERCEPTION OF TH EIR PERSONAL
NEED FOR FURTHER PREPARATION IN CATEGORY
STAFF DEVELOPMENT
Item Content

Mean

SD

Rank

39. Assess staff-development needs

3.78*

1.07

j

40. Conduct workshops & other in-service programs

3.82*

1.11

2

41. Arrange for workshops & in-service programs

3.70

1.17

4

42. Arrange for staff exchanges

3.69

1.25

5

43. Evaluate staff-development programs

3.87*

1.03

1

*Met criteria for “ high need” item.

For the category o f Professional Relations and Self-Development. TVE
administrators perceived the individual role, item 52, assess personal performance as an
administrator, with a mean score o f 3.80, as the one most needed for additional
preparation. This role was the only one o f the nine that they considered to be o f “high
need.”
The individual roles in w hich TVE administrators expressed the least need for
further preparation were item 48, model professional image through personal appearance
and conduct, with a m ean score o f 3.25; item 46, participate in professional organization
other than technical/vocational education, with a mean score o f 3.35; and item 45,
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participate in professional organization related to technical/vocational, with a mean score
o f 3.55. These data are summarized in Table 38.

TABLE 38
TVE ADMINISTRATORS’ PERCEPTION OF TH EIR PERSONAL NEED
FOR FURTHER PREPARATION IN CA TEG O RY PROFESSIONAL
RELATIONS AND SELF-DEVELOPM ENT
Item Content

Mean

SD

Rank

44. Develop effective interpersonal skills

3.70

1.22

4

45. Participate in professional organizations
related to technical/vocational education

3.55

1.17

7

46. Participate in professional organizations
other than technical/vocational education

3.35

1.19

8

47. Participate in professional development activities

3.74

1.15

2

48. Model professional image through personal
appearance & conduct

3.25

1.21

9

49. Apply information from professional journals

3.57

1.21

6

50. Apply time-management techniques to
personal work assignments

3.62

1.20

5

51. Develop cooperative problem solving

3.73

1.15

j

52. Assess personal performance as an administrator

3.80*

1.09

1

* Met criteria for “high needs” item.

There is the perennial debate in Barbados as to whether teaching is classified as
one o f the professions. TVE administrators seemed to be caught up in the milieu as they
expressed only a moderate need for further professional developm ent. It might also be
perceived that the traditional professional image is not attractive to TVE administrators as
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might be reflected in their response to item 48. model professional image through
appearance and conduct.
For the category o f School/Community Relations TVE adm inistrators did not
perceive any role to be o f "high need” based on the criteria set. They expressed a
moderate need for all roles. The highest ranked item was item 53, develop a marketing
plan for promoting technical/vocational education, with a mean score o f 3.68, followed
by item 57. conduct recognition programs for students, staff, and com m unity supporters,
with a mean score o f 3.49: and item 59, plan for exhibit and displays, with a mean score
o f 3.39.
The individual roles in which TVE administrators perceived they needed the
least additional preparation were items 60, write news releases for school and area media,
with a mean score o f 3.17; item 58. make informational presentations to the public, with a
mean score o f 3.19; and item 54, participate in community activity, with a mean score o f
3.21. These data are summarized in Table 39.
In the category o f Facilities and Equipment, TVE administrators did not
perceive any role to be o f "high need” based on the criteria set by the researcher. A
moderate need was expressed for most roles in this category. These range from items 67.
comply w ith health and safety laws and regulations, and 69, establish em ergency plan
(such as fire and disaster), with a tied m ean score o f 3.69; to the least role, item 70,
schedule facility use by community members, with a mean score o f 2.91. These data are
summarized in Table 40.
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For the category o f business and financial management, the individual roles in
which TVE administrators perceived the m ost need for further preparation w ere item 76.
analyze the cost of operating various instructional programs, with a mean score o f 3.60:
item 77, locate sources o f funds for program developm ent and operation, with a mean
score o f 3.53. and items 74. administer budgets, and 75, adopt an appropriate financial
accounting system, both with a mean score o f 3.42.

TA BLE 39
TVE ADMINISTRATORS' PERCEPTION OF THEIR PERSONAL
NEED FOR FURTHER PREPARATION IN CATEGORY
SCHOOL/COM M UNITY RELATIONS
Item Content

Mean

SD

Rank

53. Develop a marketing plan

3.68

1.12

I

54. Participate in community activities

3.21

1.12

7

55. Coordinate technical/vocational education programs
with other community job training

3.37

1.12

4

56. Involve community leaders

3.36

1.14

5

57. Conduct recognition programs for students

3.49

1.17

2

58. Make information presentations to the public

3.19

1.24

8

59. Plan for exhibits and displays

3.39

1.13

j

60. Write news releases for school and area m edia

3.17

1.14

9

61. Conduct open-house activities

3.29

1.15

6

Technical/vocational education administrators perceived item 79, respond to
business correspondence, with a mean score o f 3.10, to be the individual role o f least
need for further preparation. Second was item 78, approve requisition and w ork orders,
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with a mean score o f 3.15; and third, item 72. establish purchasing and payment
procedure, with a mean score o f 3.23.
None o f the roles in this category o f Business and Financial management met
the criteria set by the researcher for "high need.” TVE administrators in Barbados regard

TABLE 40
TVE ADMINISTRATORS’ PERCEPTION OF TH EIR PERSONAL
NEED FOR FURTHER PREPARATION IN CATEGORY
FACILITIES AND EQUIPM ENT
Item Content

Mean

SD

Rank

62. Plan space requirements for programs

3.42

1.20

6

63. Submit building and equipment specifications

3.38

1.16

7

64. Develop a plan for repair and maintenance o f
equipment & facilities

3.43

1.20

5

65. Maintain an equipment and supply inventory
system

3.32

1.25

8

66. Establish a long-range plan for acquisition o f
new equipment

3.52

1.13

4

67. Comply with health and safety laws and
regulations

3.69

1.16

1

68. Direct a safety-awareness program

3.67

1.14

j

69. Establish emergency plans

3.69

1.23

2

70. Schedule facility use by community members

2.91

1.23

10

71. Prepare renovation and alteration plans

3.22

1.23

9

further training in this function to be o f little need as it m ight not be perceived as part o f
their job. These data are summarized in Table 41.
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TABLE 41
TVE ADMINISTRATORS’ PERCEPTION OF TH EIR PERSONAL
NEED FOR FURTHER PREPARATION IN CATEGORY
BUSINESS AND FINANCIAL M ANAGEM ENT
Item Content

Mean

SD

Rank

72. Establish purchasing and payment procedures

3.23

1.31

6

73. Prepare budgets

3.33

1.31

5

74. Administer budgets

3.42

1.25

j

75. Adopt an appropriate financial accounting system

3.42

1.27

3

76. Analyze the cost o f operating various
instructional programs

3.60

1.24

1

77. Locate sources o f funds for program development
and operation

3.53

1.33

2

78. Approve requisitions and work orders

3.15

1.33

7

79. Respond to business correspondence

3.10

1.29

8

Research Q uestion 4
Research Question 4 asked: What differences exist among technical/vocational
education administrators regarding their professional developm ent needs, comparing the
variable o f educational background, tenure in position, and educational setting?
To answer this research question, three hypotheses were tested. Each one is
stated, followed by the results o f the statistical analysis for that null hypothesis.

Hypothesis 4
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Hypothesis 4 stated: There is no significant difference among technical/vocational
education administrators regarding their professional development needs on the basis o f
educational background.
A one-way analysis o f variance was performed in order to test whether there
were any significant differences among the groups o f respondents. Respondents who had
”0 ." “A” or diplomas were placed in group 1; respondents with B.A. degrees were
placed in group 2; and those with M.A .or Ph.D. degrees were placed in group 3
(graduate).
In two major categories, significant differences were recorded. They were,
program planning, development, and evaluation; and instructional management: (p =
< 0 5 ). In both the categories o f Program Planning, Development, and Evaluation: and
Instructional Management, administrators with less than a B.A. and B.A. degrees
recorded a significantly higher mean response than those administrators with graduate
degrees.

The null hypothesis was rejected in these two categories and retained in the

other six categories.
It must be noted that in all cases where there were differences, the mean
responses o f administrators with less than a B.A. and those with B.A. degrees were higher
than those o f administrators with graduate degree status. This demonstrated that
administrators with a B.A. or less than a B.A. perceived a higher need for additional
preparation in all categories than those administrators w ith graduate degrees. These data
are summarized in Table 42.
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TABLE 42
ANOVA FOR EDUCATIONAL BACKGROUND AND TVE ADMINISTRATORS'
PERCEIVED NEED FOR PROFESSIONAL DEVELOPM ENT BY
MAJOR CATEGORIES
Major Category

Educational
Background

N

Mean

SD

F

e

Program Planning,
Development. &
Evaluation

<B.A.
B.A.
Grad

41
51
23

3.82
3.77

3.3961

.0370*

->-»
JJJ

.6906
.6623
1.0454

Instructional
Management

<B.A.
B.A.
Grad

41
51
23

3.57
3.52
2.99

.8165
.7493
1.0937

3.9331

.0223*

Personnel
Management

<B.A.
B.A.
Grad

41
51
23

3.44
3.41
3.03

.9679
1.0134
1.3417

1.2539

.2894

S taff Development

<B.A.
B.A.
Grad

41
51
23

3.90
3.84

3.0277

.0524

-i n
J .J J

.8528
.8941
1.1811

Professional Relations
& Self-Development

<B.A.
B.A.
Grad

41
51
23

3.59
3.70
3.35

.9426
.9342
.9719

1.0911

.3394

School/Community
Relations

<B.A.
B.A.
Grad

41
51
23

3.29
3.53
3.03

.9651
.8589
.8700

2.5954

.0791

Facilities &
Equipment

<B.A.
B.A..
Grad

41
51
23

3.423
.59
3.08

.9399
.7767
1.0295

2.6376

.0760

Business & Financial
Management

<B.A.
B.A.
Grad

41
51
23

3.23
3.54
3.13

1.1289
.9504
1.1278

1.5868

.2091
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One-way analysis o f variance was used with Student Newm an Keuls* post hoc
multiple comparison test with an alpha o f 0.05 in order to determine which roles within
the various categories were considered to be significant. Significant difference were
found.
In the category Program Planning, Development, and Evaluation, significant
differences were found. Item 7. conduct student follow-up studies, g = .0126: item 8.
assess student competency and grading procedures. g= .0323: item 9. Recommend
curriculum revisions, g = .0019 were all significant at the g = .05 level. In item 7 and
item 9. TVE administrators whose qualifications were less than a B.A. expressed a
significantly higher need for further preparation than Group 3. administrators who had
graduate status, or Group 2. administrators who had B.A. degrees.
In item 8, TVE administrators whose qualifications were less than a B.A.
expressed a significantly higher need for further preparation than TVE administrators
who had graduate status. These data are summarized Table 43.
In the category Instructional Management, significant differences were found.
Item 14, establish student rules and policies, g = .0483: item 28, conduct student
orientation activities, were significant at the g = < .05 level.
In item 14, TVE administrators whose qualifications were less than a B.A.,
expressed a significantly higher need for further preparation than TV E administrators
who had graduate status. In item 28, the mean response o f TVE administrators whose
qualifications were less than a B.A. or a B.A. were significantly higher than TVE
administrators o f graduate status. These data are summarized in Table 44.
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Although there were no significant differences found in the categories Staff
Development. Professional Relations and Self-Development. School/Community
Relations, Facilities and Equipment Management, and Business and Financial
Management, items within these categories were found to be significantly different. In
the category Professional Relations and Self-Development, significant difference was
found in item 45. participate in professional organizations related to technical/vocational
education. TVE administrators with graduate degrees experienced less need for further
preparation than TVE administrators with a B.A. or less than a B.A. degree.

TABLE 43
ANOVA OF ITEMS IN CATEGORY PROGRAM PLANNING.
DEVELOPMENT. AND EVALUATION
Item Content

Educational
Background

Mean

F

E

7. Conduct student follow-up
studies

<B.A.
B.A.
Grad.

4.02
3.71
3.48

4.5504

.0126

8. Assess student competency &
grading procedures

<B.A.
B.A.
Grad.

3.97
3.79
3.31

3.5469

.0323

9. Recommend curriculum
revisions

<B.A.
B.A.
Grad.

4.23
3.73
3.30

6.6247

.0019

In the category School/Community Relations, significant difference was found
in item 61, conduct open-house activities, p = .0149. TVE administrators with graduate
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degrees expressed less need for further preparation than TVE administrators with B.A.
degrees. In the category Facilities and Equipment significant difference was found in
item 68. direct a safety awareness program, g = .0302. TVE administrators w ith graduate
degrees expressed significantly less need for further preparation than administrators with
B.A. degrees. In the category Business and Financial Management, significant difference
was found in item 77, locate sources o f funds for program development and operation, g
= .0203. TVE administrators with less than a B.A. degree expressed less need for further
preparation than TVE administrators with B.A. degrees. These data are summarized in
Table 45.

TABLE 44
ANOVA OF ITEMS IN CATEGORY INSTRUCTIONAL M ANAGEM ENT
Item Content

Educational
Background

Mean

FL

B

14. Establish student rules &
policies

<B.A.
B.A.
Grad

3.46
3.22
2.65

3.1138

.0483

28. Conduct student
orientation activities

<B.A.
BA
Grad.

3.29
3.33
2.48

3.9436

.0221

In the analysis o f hypothesis 4, significant differences were found for four
items. TVE administrators with less than a B.A. degree expressed a greater need for
further preparation than administrators w ith B.A. or graduate degrees. In 5 o f 11 items,
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W E administrators with less than a B.A. degree expressed a greater need for further
preparation than both TVE administrators with a B.A.. or those with graduate degrees.

Hypothesis 5
Hypothesis 5 stated: There are no significant differences among
technical/vocational educations administrators regarding their professional development
needs on the basis o f tenure in position.

TABLE 45
ANOVA OF ITEMS IN CATEGORIES PROFESSIONAL RELATIONS AND SELF
DEVELOPMENT; SCHOOL/COMM UNITY RELATIONS;
FACILITIES AND EQUIPMENT; AND BUSINESS
AND FINANCIAL MANAGEMENT
Educational
Background

Mean

F

B

45. Participate in professional
organizations related to
tech/voc. education

<B.A.
B.A.
Grad

3.6500
3.7647
2.9130

4.7186

.0108

61. Conduct open-house
activities

<B.A.
B.A.
Grad.

3.1951
3.5882
2.7826

4.3706

.0149

68. Direct a safety-awareness
program

<B.A.
B.A.
Grad.

3.7073
3.8824
3.1304

3.6111

.0302

77. Locate sources o f funds for
program development and
operation

<B.A.
B.A.
Grad.

3.1500
3.9020
3.3478

4.0383

.0203

Item Content
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One-way analysis o f variance procedure was used to determine whether there
were any significant differences among TVE administrators regarding their professional
development needs on the basis o f tenure in position. No statistically significant
differences were found among the three groups o f TVE administrators (g = < .05) with
regard to their perception o f their need for further preparation within the eight major
categories. Thus the null hypothesis o f no significant differences was retained. These
data are summarized in Table 46.
A lthough significant differences were not found in the category Program
Planning. Development, and Evaluation, and in the category Instructional Management,
some items within these categories were significantly different. Significant difference
was found in the category Program Planning, Development, and Evaluation in item 9.
recommend curriculum revisions, g = .0116. TVE administrators who were o f "other"
status expressed less need for further preparation than TVE administrators who were
permanently employed or those administrators who were appointed in their job.
In the category Instructional Management, significant differences were found in
item 15, provide student discipline, g = .0211; and item 25, approve selection o f
instructional equipment, g = .0327. In both cases TVE administrators who were o f
“other" status (acting or temporary employed) expressed the least need for further
preparation when compared with administrators who were permanently employed or
those administrators who were permanently appointed in their job. These data are
summarized in Table 47.
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TABLE 46
ANOVA FOR TENURE IN POSITION AND TVE ADMINISTRATORS'
PERCEIVED NEED FOR PROFESSIONAL DEVELOPMENT
BY M AJOR CATEGORIES
M ajor Categories

Tenure in
Position

N

Mean

SD

F

a

Program Planning.
Development. &
Evaluation

Permanent
Appointed
Other

62
33
20

3.71
3.83
3.46

.8672
.6397
.6609

1.4374

.2419

Instructional
Management

Permanent
Appointed
Other

62

3.50
3.49
3.12

.9868
.6410
.7877

1.5973

.2070

3.48
3.21
3.16

1.1849
.8323
1.0532

1.0492

.3536

3.82
3.87
3.39

1.0801
.7561
.8069

1.8198

.1668

1.0358
.9140
.6775

.5552

.5755

Personnel Management

Permanent
Appointed
Other

*»
JJ

20
62
jj

20

Permanent
Appointed
Other

62

Permanent
Appointed
Other

62
20

3.63
3.65
3.39

School/Community
Relations

Permanent
Appointed
Other

62
33
20

3.39
3.41
3.10

.9224
.9238
.8689

.8651

.4238

Facilities & Equipment
M anagement

Permanent
Appointed
Other

62
33
20

3.50
3.46
3.14

.9624
.8758
.7243

1.2236

.2981

Business & Financial
M anagement

Permanent
Appointed
Other

62
33
20

3.35
3.32
3.36

1.1329
1.0373
.8853

0.121

.9880

Staff Development

Professional Relations
& Self-Development

JJ

20

JJ
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TABLE 47
ANOVA OF ITEMS IN CATEGORIES PROGRAM PLANNING.
DEVELOPMENT. AND EVALUATION. AND
INSTRUCTIONAL MANAGEMENT
Item Content

Tenure in
Position

Mean

F

9. Recommend curriculum
revisions

Permanent
Appointed
Other

3.8361
4.1212
3.2500

4.6431

.0116

15. Provide student discipline

Permanent
Appointed
Other

3.3710
3.3750
2.4500

3.9947

.0 2 1 1

25. Approve selection o f
instructional equipment

Permanent
Appointed
Other

3.7419
3.6364
3.0500

3.5266

.0327

H ypothesis 6
Hypothesis 6 stated: There are no significant differences among
technical/vocational education administrators regarding their perceptions o f professional
developm ent needs when compared to educational setting.
It should be noted that in order to make comparisons o f educational setting, the
original groups were re-coded. Group 1 was comprised o f administrators located at
M inistry o f Education, tertiary institutions, and vocational centers; group 2 was made up
o f administrators located at Grammar schools; and group 3 constituted those
administrators in the Newer secondary schools. A one-way analysis o f variance test was
used to identify the significant roles/functions in each category. There were no statistical
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TABLE 48
ANOVA FOR EDUCATIONAL SETTING AND TVE ADM INISTRATORS'
PERCEIVED NEED FOR PROFESSIONAL DEVELOPM ENT
BY MAJOR CATEGORIES
Major Category

Educational
Setting

N

Mean

SD

E

B

Program Planning.
Development &
Evaluation

Other
Grammar
Newer

34
29
51

3.69
3.63
3.73

.8667
.7616
.7383

.1560

.8557

Instructional
Management

Other
Grammar
Newer

34
29
51

3.58
3.33
3.41

.9422
.9082
.8069

.7434

.4779

Personnel
Management

Other
Grammar
Newer

34
29
51

1.1629
1.0747
1.0116

.6913

.5031

3.22
3.33

Staff Development

Other
Grammar
Newer

34
29
51

3.81
3.62
3.82

1.0508
.9273
.9261

.4368

.6472

Professional Relations
& Self-Development

Other
Grammar
Newer

34
29
51

3.70
3.59
3.52

.9319
.9583
.9674

.3876

.6796

School-Community
Relations

Other
Grammar
Newer

34
29
51

3.52

1.4133

.2477

3.37

.8730
.9296
.9172

Facilities &
Equipment
Management

Other
Grammar
Newer

34
29
51

3.29
3.41
3.52

.8364
.9761
.9179

.6542

.5218

Business & Financial
Management

Other
Grammar
Newer

34
29
51

3.49
3.44
3.17

.8725
1.1213
1.1329

1.1224

.3292

j

.Dj

-» 1 ^
J.l J
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significant differences (g = < .05) found among the major categories and therefore the
null hypothesis was retained. These data are summarized in Table 48.
Although significant differences were not found in the categories, one item
within the category was significant. In the category Instructional Management, item 27.
provide for a student record-keeping system, g = .0456. TVE administrators who worked
in other institutions recorded a significantly lower mean score than administrators who
worked in Grammar schools or in Newer secondary schools. These data are summarized
in Table 49.

TABLE 49
ANOVA OF ITEMS IN CATEGORY INSTRUCTIONAL M ANAGEMENT
Item Content
27. Provide for student
record-keeping
system

Educational Setting

Mean

F

Other
Gram mar
Newer

3.8824
3.2414
J.JJ J J

3.1751

.0456

S um m ary
In this chapter, data were presented on the characteristics o f the sample o f
technical/vocational education (TVE) administrators, including gender, age, educational
level, focus o f undergraduate and graduate degree, length o f time spent as an
administrator, and educational setting where employed. This chapter also reported on
the analysis o f four research questions and six hypotheses that were tested.
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Three hypotheses were tested to determine what differences existed among
technical/vocational education administrators about their perceptions on the importance
o f the related variables. Hypotheses 1 examined if there was any significant difference
in the response of respondents about perceived roles/fimctions on the basis o f educational
background. No significant background difference emerged from the responses given in
all 79 roles listed and therefore the hypothesis was retained.
In hypothesis 2. four categories were found to have significant differences. The
hypothesis was retained for four categories and rejected in the remaining four categories.
Significant differences were found in 12 items within the categories. In all o f these roles.
TVE administrators who were permanently employed and those who were appointed in
their job recorded significantly higher mean responses than TVE administrators who were
o f “other" status and therefore attached a greater degree o f importance to these.
In hypothesis 3, five categories were found to have significant differences.
Thus the hypothesis was rejected in five categories and retained in three.
Significant differences were found for 25 items within the categories.

Tn 12 of

those roles, TVE administrators who worked in “other" institutions and those who
worked in Newer secondary schools recorded significantly higher mean responses than
TVE administrators who worked in Gramm ar schools and thus attached greater level o f
importance to their roles. TVE administrators who worked in Grammar schools attached
the least importance to these roles.
Three hypotheses were tested to determine what differences existed among
technical/vocational education administrators about their perceptions o f need for further
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training comparing the related variables. In hypothesis 4. three categories were found to
have significant differences. In two o f the three categories, respondents w ith less than a
B.A. and B.A. degrees expressed a significantly higher need for further preparation than
respondents with graduate degrees. The hypothesis was rejected in three categories and
retained in five categories.
Significant differences were found in nine items within the categories. In five
o f these items. TVE administrators who had less than B.A. degrees expressed a higher
degree o f need for further preparation than the other TVE administrators.
Hypothesis 5 examined if there were any significant differences in the responses
o f respondents about perceived needs on the basis o f tenure in position. No significant
statistical differences were found. The hypothesis was retained for all eight categories.
Significant difference was found for three items within the categories. In two of
these roles. TVE administrators who were permanently employed and those who were
appointed in their jo b expressed a higher need for further preparation than those TVE
administrators who were "other."
In hypothesis 6 , no statistically significant differences were found. The
hypothesis was retained in all o f the eight categories. One item within the category was
significant. In item 27, provide for a student record-keeping system, TVE administrators
who worked in Grammar schools and those administrators who worked in N ew er
secondary schools recorded a significantly higher mean score than administrators who
worked in “other” institutions and thus expressed a greater need for further preparation
than those TVE administrators.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CH APTER V

SUMMARY. CONCLUSIONS. AND RECOMMENDATIONS

The purpose o f this study was to identify the range and importance o f selected
roles/functions o f technical/vocational education administrators in Barbados and to
identify their personal needs for further preparation and continuing professional
development. The study also addressed the relationships between these perceptions,
needs, and selected factors such as educational background, tenure in position, and
educational setting.
The Barbados government is planning a general overhaul o f the national schools
curriculum and also there is the impending establishm ent o f a national accreditation and
certification body to deal with accreditation matters at both secondary and tertiary levels
and for private and public-sector bodies. It is anticipated that the results o f the study will
be useful in supporting the suggested criteria for administrator certification and increase
the awareness o f individuals who are responsible for recruiting TVE administrators.
In addition, it is anticipated that this research will result in better managed
program s o f vocational and technical education through the preparation o f more
com petent leadership personnel. It is expected that the rigorous identification o f the
important competencies needed by technical vocational administrators will provide a

127
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sound base on which ( I ) needs assessments can be based: ( 2 ) competency-based
instructional materials can be developed, and (3) high-quality pre-service and in-service
education programs can be planned and implemented.
A review o f related literature suggests that it is necessary to provide leaders
who can coordinate the talents and abilities o f individuals for the benefit o f the society.
The literature also revealed that the characteristics, knowledge, and skills common to
successful leaders can be acquired through planned education and training. Professional
developm ent is not a new phenomenon as over time it has been used to enable educators
to acquire the competencies needed to direct activities toward satisfying student needs
and also to achieve personal goals. As a consequence, it is crucial for the Ministry o f
Education in Barbados to implement such programs to ensure that continuing
professional development needs o f TVE administrators are met.
This study focused on identifying the competencies that were required by career
technical/vocational education administrators in Barbados and sought to determine their
perceived need for further preparation and continuing professional development. The
population for the study consisted o f 153 technical/vocational education administrators in
the central office o f the M inistry o f Education o f Barbados, from tertiary institutions, and
also from the public secondary schools in Barbados.
The survey instrument, developed for this study, included an eight-item
background section that described the sample population in terms o f gender, age, years o f
experience as a TVE administrator, jo b status, description o f educational setting where
em ployed, highest degree held, and focus o f undergraduate or graduate degree. In
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addition, the instrument included 79 items that described various roles/functions
associated with the administration o f technical/vocational education. The roles/functions
were organized into the following eight categories: Program Planning, Development, and
Evaluation: Instructional M anagement; Personnel Management: S taff Development:
Professional Relations and Self-Development; School/Community Relations: Facilities
and Equipment Management; and Business and Financial M anagement. For each role
descriptor, respondents were asked to indicate the level o f importance to their role as a
TVE administrator and their perceived need for further preparation and continuing
professional development.
To determine the level o f importance, a 5-point scale was used ranging from 1
being “not important” to 5 being “ very important.” The mean scores for each major
category and individual items w ithin each category were rank ordered to determine the
roles/functions that were perceived to be o f most importance.
A second 5-point scale was used to determine the perceived need for further
preparation and continuing professional development for each role descriptor.
Respondents indicated their need on the scale ranging from I being “no need” to 5 being
“high need.” The mean scores for each major category and individual items within each
category were rank ordered to determine the roles/functions that were perceived to be
most needed for further preparation and professional development.
I requested and was granted permission by the M inistry o f Education in
Barbados to administer the questionnaire in the selected education institutions. An
accompanying introductory letter explained ( 1 ) the general purpose o f the survey, ( 2 ) the
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procedure for completing the questionnaire, and (3) the guarantee o f confidentiality
associated with all responses. I personally administered the questionnaires. One hundred
and fifty-three technical/vocational education administrators in Barbados were surveyed.
O f that number. 115 individuals participated in the study, for a response rate o f 75%.

Findings
Sixty percent (69) o f the respondents were male and 40% (46) were female.
The largest group o f respondents was 46.1 percent (53) between 41-50 years o f age.
Another 37.4% (43) o f them were over 50 years o f age. There were no respondents who
reported they were less than 30 years o f age.
As for their academic preparation and years o f experience as a TVE
administrator. 41 o f the respondents (36%) had less than a bachelor's degree (< B.A.). the
largest group of respondents (51) had a bachelor's degree (B.A.) (44.7%); and 22 o f the
respondents (19.3%) had post-bachelor's degrees or graduate degrees (>B.A.). The
average years o f experience ranged from 0-5 years to 20 or more years, with 37
respondents (32.2%) administering TVE programs for less than 5 years. A sim ilar
number reported administering TVE programs for 6 to 10 years, and the largest group
(41), or 35.7% o f respondents, had administered TVE programs for over 10 years.
When asked about their educational setting, 53 respondents (46.1% ) worked in
Newer secondary schools, 30 respondents (26.1%) reported that they worked in Grammar
schools, and 32 respondents (27.8% ) worked in “other” institutions which included the
Ministry o f Education, tertiary institutions, and vocational centers. In relation to their job
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status. 63 respondents (54.8%) were o f permanent status. 33 respondents (28.7%) were
appointed in their job. and 19 respondents (16.5%) were o f “other'’ status.
The descriptive analysis o f the data indicated that TVE administrators perceived
six o f the eight major categories o f administrative roles to be very important to their
position (mean score on each scale was greater than 3.75). They perceived their job
description as TVE administrators to consist o f the following six functions in order o f
rank: (1) Professional Relations and Self-Development: (2) Staff Development: (3)
Personnel Management: (4) Program Planning. Development, and Evaluation: (5)
Facilities and Equipment, and ( 6 ) Instructional Management. They viewed the other two
categories. School/Community Relations and Business and Financial Management, to be
o f little importance (mean score less than 3.76).
The high level o f importance accorded to Professional Relations and SelfDevelopment is noteworthy despite the fact that there is no formally constituted
professional organization o f TVE administrators in Barbados and they are affiliates o f
general education administration organizations. In addition, 50% o f the respondents
indicated that the focus o f their undergraduate degree was in general education when
compared to the 30% in technical/vocational education. This picture is similarly reflected
in the graduate degree focus where 59% reported general education and 15%
technical/vocational education.
In the system o f education in Barbados, the focus o f the government’s
allocation o f funds has been directed towards academic studies therefore making courses
in academic subjects more available to students. This pattern is similarly extended to
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education administrators, and it is highly notable that there are no institutions o f learning
in Barbados or the region o f the Caribbean that offer a course o f study in
technical/vocational education to degree level or beyond. This impacts heavily on the
question o f Professionalism and Self-Development. Those administrators w hose degree
emphasis was in technical/vocational education would have o f necessity been forced to
pursue their course o f study outside o f the region.
In addition, matters such as curriculum planning and organization, personnel
selection and training, as well as aspects o f facility and equipment are controlled at a
national level and therefore are not part o f TVE administrators' responsibilities. TVE
administrators perceived these roles/functions as being important to their jo b and might
be informing the educational authorities in Barbados that they want to play a more
meaningful role in these specific areas.
Technical/vocational education administrators did not perceive
School/Community Relations or Business and Financial Management as part o f their job
description. This is not surprising as at present educational institutions em ploy full-time
staff who assume responsibility for business and financial matters. Unlike the United
States where there are strong school/comm unity links, the situation in Barbados is
different. The link between the school and the community is usually through
parent/teachers associations. Schools do not rely directly on the comm unity for financial
support but are financed through annual budgeted allocations by the central governm ent.
In examining the specific item s w ithin all eight categories, the descriptive
analysis indicated that the 10 highest ranked roles/functions were:
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1.

Comply with health and safety laws and regulations (item 67)

2. Develop effective interpersonal skills (item 44)
3. Assess personal performance as an administrator (item 52)
4. Guide staff in selection and using effective instructional strategies (item 18)
5. Conduct staff meetings (item 35)
6.

Assess staff-development needs (item 39)

7. Participate in professional development activities for self-improvement (item
47)
8.

Develop cooperative problem-solving and decision-making skills (item 51)

9.

Recommend curriculum revision (item 9)

10. Interview potential staff (item 32).
W hen the eight categories were reviewed for the 10 least important
roles/functions, the following items were identified:
1. Direct the adult and continuing education programs (item 23)
2. Write news releases for school and area media (item 60)
3. Conduct school-orientation activities (item 28)
4. Schedule facility use by community members (item 70)
5. Prepare renovation and alteration plan (item 71)
6.

Establish purchasing and payment procedures (item 72)

7. Make informational presentations to the public (item 58)
8.

Locate sources o f funds for program development and operation (item 77)

9. Prepare a personnel handbook (item 31)
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10.

Guide the articulation o f secondary and post-secondary technical/vocational

education programs (item 24).
In comparing the highest and lowest ranked individual items it should be
remembered that TVE administrators perceived six o f the eight categories to be very
important, and in fact no category was perceived as being not important. When the mean
score o f the highest ranked item (item 67)—comply with health and safety laws and
regulations, mean 4.61—and the lowest ranked item (item 23)—direct the adult and
continuing education programs, mean 3.23—were compared, a difference o f 1.38 was
noted thus indicating that the responses o f TVE administrators were somewhat compact.
It is evident that TVE administrators are cognizant o f the significance o f
occupational safety and health regulations and the strict enforcem ent o f such regulations
by relevant government authorities and by workers' organizations. This
acknowledgment o f the prevailing requirements might explain why TVE administrators
accorded item 67 the highest ranking.
The lowest ranking, given to item 23, can be partly explained by the fact that
there are specific public centers where continuing adult education programs are
administered and thus many o f the schools are not involved in such programs. There
were no individual items which were perceived to be “not important” to their position
(mean score on each scale less than 2.50).
In reviewing the data, no significant educational background differences
emerged from hypothesis 1. TVE administrators were homogeneous in their responses
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and regarded all the categories to be important to them in their role as TVE
administrators.
In hypothesis 2. which dealt with TVE administrators' perceptions on the
importance o f roles/functions, when compared to tenure in position, significant
differences were found in four categories. Instructional Management, School/Community
Relations, Facility and Equipment M anagement, and Business and Financial
Management. Within these categories there were significant differences recorded for
some items/roles. For the category Instructional Management, in item 15. provide
student discipline: item 17. prepare a m aster schedule: item 18. guide staff in selecting
instructional strategies: and item 2 0 , guide staff in integrating technical/vocational
program, significant differences were found. In all cases TVE administrators who were
"other” recorded a significantly lower mean response than those TVE administrators who
were permanently employed or were appointed in their position. TVE administrators
who were permanently employed and those who were appointed in their job exhibited
similar characteristics in relation to the level o f importance which they attached to these
roles/functions. Each group recorded a higher mean score in three o f six roles/functions
in which they were differences than the other two groups o f TVE administrators, but
attached a higher level o f significance in two o f three roles/functions than the other two
groups. Thus TVE administrators who were permanently employed and those who were
appointed in their job attached a significantly higher level o f importance to their
roles/functions than the “other” group o f TVE administrators and therefore m ay appear
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to have a different perception o f their roles/functions from the other group o f
administrators.
For the category School/Community Relations, in item 53. develop a m arketing
plan; item 57. conduct recognition programs; and item 58, make informational
presentations to the public, significant differences were found. In all cases w here there
were differences. TVE administrators who were "other" recorded a significantly lower
mean response from TVE administrators who were permanently employed o r who were
appointed in their position. In all cases TVE administrators who were perm anently
employed and those who were appointed in their job attached a significantly higher level
o f importance to their roles/functions than the '‘other" group.
For the category Facilities and Equipment Management, in item 6 8 . direct a
safety-awareness program; item 70. schedule facility use by community m em bers; and
item 7 1. prepare renovation and alteration plans, significant differences were found. In
all cases TVE administrators who were '‘other" recorded a significantly low er m ean
response than TVE administrators who were permanently employed or who were
appointed in their position. In all cases TVE administrators who were perm anently
employed and those who were appointed in their job attached a significantly higher level
o f importance to their roles/functions than the “other” group.
For the category Business and Financial Management, in item 75, adopt an
appropriate financial accounting system, and item 78, approve requisitions and w ork
orders, significant differences were found. In item 75, TVE administrators o f “other”
status recorded a significantly lower mean response than TVE administrators who were
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permanently employed, whereas for item 78. TVE administrators o f "o th e r’ status
recorded a significantly different lower mean from the other two groups. In all cases
TVE administrators who were permanently employed and appointed in their job attached
a significantly higher level o f importance to their roles/functions than the "other" group.
It must be pointed out that the "other ” category is comprised o f TVE
administrators whose jo b status is either temporary or acting (substitution). As a result,
there is no job security as they might be transferred to other departments and thus they
might not view these roles as being important. These TVE administrators might also be
new in the job and may not be knowledgeable o f the roles/fonctions that are required to
successfully perform their roles. In contrast, the permanent and appointed TVE
administrators are tenured in their position and thus are settled in their career paths. This
situation is reflected in the higher level o f importance which they attached to these
administrative roles/functions.
Significant differences on the basis o f educational setting were also found for
five categories. These were. Instructional Management; Personnel Management; Staff
Development; School/Community Relations; and Facilities and Equipment. For the
category Instructional Management, in item 15, provide student discipline; item 22,
provide technical assistance in the development o f customized training programs for
business and industry; item 23, direct the adult and continuing education programs,
significant differences were found. In two o f the three roles identified, TVE
administrators o f "other" status attached a significantly higher level o f importance to
these roles than administrators o f the Newer secondary schools or the Grammar schools.
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It must be noted that "other" consists o f administrators who worked in the Ministry o f
Education, tertiary institutions, and vocational centers in Barbados. It must further be
noted that TVE administrators from Grammar schools, in all but one role, registered a
significantly lower response than the other two groups o f administrators, and generally
displayed the least interest in these roles/functions.
For the category Personnel Management, in item 30. prepare job descriptions
and requirements: item 32. interview potential staff: item 34. provide for a staff record
keeping system: item 36. conduct staff meetings: item 37. evaluate staff performance: and
item 38, conduct staff-orientation activities, significant differences were found. In all
cases TVE administrators who worked at Grammar schools attached a lower level o f
importance to these roles than the other two groups o f administrators. In all but two
cases. TVE administrators from Newer secondary schools and "other" institutions
perceived these roles as being o f a higher level o f importance to them than TVE
administrators who worked in Grammar schools.
For the category Staff Development, in item 39, assess staff-development
needs; item 40, conduct workshops and other in-service programs: item 41. arrange for
workshops and in-service programs; and item 42. arrange for staff exchanges with
business and industry, significant differences were found. In all cases, TVE
administrators who worked at Grammar schools attached the lower level o f importance to
these roles whereas, interchangeably, the other two groups regarded these roles to be o f
the highest level o f importance to their role as TVE administrators.
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For the category School/Community Relations, in item 55. coordinate
technical/vocational programs with other community job-training programs: item 58.
make informational presentations to the public: and item 61. conduct open-house
activities, significant differences were found. In all cases TVE administrators who
worked at Grammar schools attached the lowest level o f importance to these roles
whereas, in four o f the six roles. TVE administrators o f "other" status saw these roles as
being of the highest level o f importance to their role as TVE administrators.
For the category Facilities and Equipment M anagement, in item 62. plan space
requirement for programs: in item 64. develop a plan for repair and maintenance o f
equipment and facilities: item 65. maintain an equipment and supply inventory system:
and item 6 6 , establish a long-range plan for acquisition o f new equipment, significant
differences were found. In all cases. TVE administrators who worked in Grammar
schools attached the lower level o f importance to these roles, whereas, in all cases but
one. TVE administrators o f "other" status saw these roles as being o f the higher level o f
importance to their role as TVE administrators.
When the findings from the analysis were examined, it was interesting to note
that TVE administrators who worked in Grammar schools in Barbados generally attached
a significantly lower level o f importance to these roles/functions and their responses were
different from the other two groups o f administrators. This position can be partly
explained by the fact that, traditionally, in Barbados, Gram mar schools were regarded as
classical schools that catered to the "educational elite." These schools were established to
produce clerical officials and professionals and were biased against manual labor which
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became stigmatized in Barbadian society. Thus TVE administrators o f Grammar schools
m ight have a different perception o f their role than other administrators.
There were two roles in which there were exceptions to the general pattern. In
item 48. model professional image through personal appearance and conduct. TVE
administrators o f "other” status attached a higher level o f importance to this role than the
other two groups o f administrators. This can be explained partly by the fact that the
group “other" is comprised o f educational officials from the Ministry o f Education and
administrators who work in tertiary institutions and vocational centers. They are usually
more academically, technically, and professionally qualified than the other two groups o f
TVE administrators and might have a more professional approach to their job than the
other TVE administrators.
In item 52. assess personal performance as an administrator. TVE
administrators who worked in Grammar schools and in '"other” institutions attached a
significantly higher level o f importance to this role than did TVE administrators who
worked in Newer secondary schools. It must be observed that this role is the only one in
which TVE administrators who worked in Grammar schools recorded a higher mean
response than the other two groups o f administrators. This finding is indicative o f these
administrators' perception o f their superiority within the “ elitist” educational system in
Barbados.
There are nine Gram m ar schools in Barbados (see Appendix B) and they are
often referred to as "elite" schools ( i.e., schools where the most academically gifted
students attend). Curriculum changes have been slow in coming, but in recent years,
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some concessions, based on the changing nature o f Barbadian society, have been granted
and some measure o f vocational education is taught.
On the contrary, the Newer secondary schools were established after 1955 to
cater to the less "academically gifted" student, as their curriculum placed great emphasis
on vocational studies. Thus when one examines the perceived needs o f TVE
administrators, it is readily observed that TVE administrators in these Newer secondary
schools attached a greater level o f importance to these roles/functions and saw them as
highly important to their job.
In the majority o f cases (60%), TVE administrators who were o f "other" status,
attached the highest level o f importance to these roles and perceived them as highly
important to their role as TVE administrators. It must be noted that in this classification
o f "other" are administrators from the Ministry o f Education (who are the officials who
are responsible for initiating and supervising the implementation o f national policy),
administrators o f tertiary institutions (personnel who are responsible for instituting
programs aimed at satisfying the staff and professional developm ent training needs of
TVE administrators); and administrators o f vocational educational centers in Barbados.
These findings are not surprising as these administrators are in the forefront o f technicaleducational planning, implementing, and delivery within the educational system o f
Barbados, and the higher level o f importance they attached to these roles might be
reflective o f the different perception they have o f their roles. In addition, these TVE
administrators m ight have different administrative responsibilities from school
administrators.
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There were several areas o f difference among TVE administrators in the
performance ot their roles/functions. There were administrative differences in the areas
o f Instructional Management. School/Community Relations. Facility and Equipment
Management, and Business and Financial Management based on tenure in position.
Generally, in most o f the roles where there were differences. TVE administrators who
were permanently employed and those who were appointed in their job attached a higher
level o f importance to their job than TVE administrators who were o f "other” status.
There were also administrative differences based on educational setting among
TVE administrators. These administrative functions were. Instructional Management.
Personnel Management. Staff Development. School/Community Relations, and Facilities
and Equipment. In all five administrative areas it was noted that TVE administrators who
worked in “other” and Newer secondary schools viewed their job as being o f higher
importance than TVE administrators who worked in Grammar schools.
Technical/vocational education administrators in Barbados seemed to have a
clear perception o f their role as TVE administrators and viewed the following roles as
being the competencies required in the performance o f their job. These were:
Professional Relations and Self-Development: Staff Development; Personnel
Development; Program Planning, Development, and Evaluation; Facilities and
Equipment Management, and Instructional Management. In the area o f Professional
Relations and Self-Development, TVE administrators embraced all the competencies that
were listed there and considered them as being very important to them. Among these
were competencies such as develop effective interpersonal skills; assess personal
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performance as an administrator: participate in professional development: and develop
cooperative problem-solving skills. In perceiving these roles as being important. TVE
administrators are emphasizing that they consider self-development to be critical to their
function as administrators.
Technical/vocational administrators also selected Staff Development as a very
important category. They considered such roles as assessing staff development needs:
evaluating staff development programs: and arranging and conducting workshops and
other in-service programs as being an integral part o f their function as TVE
administrators. It is interesting to note that in the category Personnel Management. TVE
administrators perceived roles such as conducting staff meetings: interviewing potential
staff: evaluating staff performance, and assessing program staff requirements as very
important functions in the performance o f their job. These areas are crucial to the
successful administrative function o f the school.
Program Planning. Development, and Evaluation was another very important
category for TVE administrators. They considered roles such as recommending
curriculum revisions: surveying student interests: and preparing an annual plan for
delivering technical/vocational education as being vital to the performance o f their job.
Similarly, in the categories o f Facilities and Equipment Management, and Instructional
M anagement, they recognized the importance o f complying with safety laws and
regulations, directing the safety-awareness program, guiding staff in selecting and using
effective strategies, providing for student discipline, and approving the selection o f
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instructional supplies/materials. Thus it can be concluded that TVE administrators in
Barbados had a clear perception o f their role as TVE administrators.
Technical/vocational education administrators, on the average, expressed "little
need” for further preparation in the major categories o f roles/functions (the mean score on
most scales was between 2 .5 1 and 3.75). The category Staff Development was the only
one in which administrators expressed a high need for further preparation (mean score on
scale was 3.76). This need was not expressed in the other categories.
This finding is extremely surprising as previous discussions between m yself and
TVE administrators and educational administrators in general seemed to indicate a need
for in-service programs to satisfy the professional developm ent needs o f TVE
administrators. This view is consistent with the report o f the government o f Barbados
developm ent plans 1965-2000. where serious concern was expressed about the need for
in-service training. The report also noted that where such few programs were
implemented they were regarded as deficient in quality and linked to basic levels
(BOMEA. 1993. p. 55).
One is forced to question this apparent difference. I might conclude that the
TVE adm inistrators' perceptions are be a reflection o f their despondency. This
despondency may have been brought about by an apparent sense o f hopelessness in their
job, the lack o f job security, or the absence o f job prom otion within the system. The
M inistry o f Education has acknowledged that aspirants have left the technical/vocational
education field to pursue more lucrative career paths which offer greater opportunities for
upward social mobility. Contrary to the expressed views o f the respondents, I share the
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opinion as expressed by education authorities and strongly believe that it is critical that
the staff developm ent needs o f TVE administrators be met. Education authorities must
not only provide training opportunities, but they must also, as a matter o f urgency,
address this perception held by TVE administrators and change such a perception.
In exam ining the individual roles/functions within the major categories, the 10
highest ranked items in terms o f need for further preparation were:
1. Evaluate staff development programs (item 43)
2. Develop supplemental/remedial instructional programs to meet student needs
(item 12 )
3. Conduct w orkshops and other in-service programs (item 40)
4. Direct course/program planning and developm ent efforts (item 3)
5. Guide staff in integrating and articulation o f the technical/vocational program
with the total education program (item 2 0 )
6.

Assess personal performance as an adm inistrator (item 52)

7. Assess sta ff developm ent needs (item 39)
8.

Recommend curriculum revisions (item 9)

9. W rite proposals for the funding o f new programs and the improvement o f
existing ones (item 1 0 )
10. Participate in professional development activities for self-improvement (item
47).
W hen the eight categories were reviewed further for the 10 lowest ranked items,
the following roles/functions were identified:
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1. Schedule facility use by community members (item 70)
2. Prepare a student handbook (item 16)
3. Respond to business correspondence (item 79)
4. A pprove requisition and work orders (item 78)
5. Conduct student-orientation activities (item 28)
6.

Write news releases for school and area m edia (item 60)

7. Schedule staff workloads (item 33)
8.

Conduct staff meetings (item 35)

9. Establish student rules and policies (item 14)
10. Make informational presentations to the public (item 58).
These roles/functions are indicative o f TVE adm inistrators' perception o f their
job as TVE adm inistrators and they appear to be consistent with their current job
responsibilities. The highest ranked roles in terms o f further preparation have been
recognized by TVE administrators as being essential to their administrative
roles/functions. The roles in which they expressed little need for further preparation,
such as those related to school/community relations, are competencies they consider not
part o f their job responsibility. In comparing the mean score o f the highest ranked
individual item, 43, evaluate staff development programs, 3.87, and the lowest ranked
individual, item 70, schedule facility use by community members, 2.91, a difference o f
0.96 was noted. This result indicated that there were no great dispersions in the
respondents’ perceptions o f expressed need for further preparation and continuing
professional developm ent.
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In relation to TVE administrators' need for further preparation and continuing
professional development, there were no significant differences when respondents were
compared by tenure in position and educational settings. However, when respondents
were compared by educational background, some significant differences were recorded.
For the category Program Planning. Development, and Evaluation, item 7. conduct
student follow-up studies: item 8 . assess student competency and grading procedure: and
item 9. recommend curriculum revisions, significant differences are noted. In all cases
TVE administrators with graduate qualifications expressed a significantly lower need for
further preparation and professional development than did administrators with B.A. or
less than B.A. degrees.
For the category Instructional Management, item 14. establish student rules and
policies and item 28. conduct student-orientation activities, significant differences were
revealed. A similar pattern emerged as TVE administrators with graduate degrees
expressed a lower degree o f need for further preparation and professional development
than administrators with B.A. and less than B.A. degrees.
For the category Staff Development, item 40. conduct workshop and other inservice programs, was significant at the jo = .05 level. Similarly, TVE administrators with
graduate degrees expressed a lower degree o f need for further preparation and
professional development from administrators with B.A. degrees.
In all cases, TVE administrators w ith less than a B.A. degree expressed a
greater need for further preparation and professional development than the other two
groups. This development may be partly explained by the fact that administrators with
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less than a B.A. degree would have undergone at least 2 years o f skill training in technical
vocational education and not administrative training, and would have received a diploma
on graduation. This certification is far from adequate to prepare them for their role as
TVE administrators and this factor is reflected in their high expressed need for further
preparation and continuing professional development.
It should also be noted that only 30% o f TVE administrators had an
undergraduate focus in technical/vocational education. This may be an indication that
there is a demand for academic and professional training if they are to efficiently and
effectively carry out perceived roles/functions. It must be noted that TVE adm inistrators
with less than a B.A. degree expressed a higher need for further training than TVE
administrators with B.A. or graduate degrees. This finding is not unexpected as. unlike
the latter groups o f TVE administrators who would have had some measure o f training as
administrators, they have not received training necessary for their job. The M inistry o f
Education in Barbados needs to focus its attention on this group o f undergraduate TVE
administrators in order to satisfy their training needs and thus adhere to their expressed
views.

Conclusions
In the review o f literature in chapter 2, emphasis was placed on the exam ination
o f issues related to educational adm inistration, educational leadership/management,
vocational education leadership, professional development needs, and to related studies in
technical/vocational education. Limited research was available on the com petencies
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required by technical/vocational education adm inistrators in Barbados and indeed the
Caribbean for their roles/functions.
The study was undertaken to better understand two areas related to the
adm inistration o f technical/vocational education programs. They were (1) the perception
o f TVE adm inistrators about the range and importance o f their job roles/functions, and
( 2 ) their identified needs for further preparation and continuing professional
developm ent. The following conclusions are suggested by the results:
1. Leadership in technical/vocational education has emerged over the last
decade as 64% o f TVE administrators have reported that they have been in their positions
for between 0-10 years. This augurs well for the future as there is a solid foundation on
which TV E administrators can capitalize.
2. There is need for TVE administrators to be trained and certified in
technical/vocation education. This is especially necessary for administrators with less
than B.A. degrees and is influenced by the reported disproportionate small num ber o f
TVE administrators who had technical/vocational education training as compared to those
with general educational training (see Table 8 ).
3. Educational background, tenure in position, or educational setting make
relatively little difference to TVE administrators in their perception o f the im portance o f
roles/functions to their job as TVE administrators and also for the need for further
preparation and continuing professional developm ent. Technical/vocational education
administrators have a distorted view o f technical/vocational education adm inistration.
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4. The roles/functions identified in this study have demonstrated the level o f
validity for the preparation and selection o f TVE administrators. The roles/functions
were identified from previous studies related to the administration o f technical/vocational
education in the United States. The data showed that all eight major categories o f
roles/functions were regarded by practicing administrators as having some measure o f
importance to their position. Six o f the eight roles were embraced by TVE administrators
and recognized as being very important to their function as technical/vocational education
administrators. The other two, School/Community Relations and Business and Financial
Management, are not major roles/functions o f TVE administrators and thus are not
relevant to their job.
The exclusion o f these two categories is consistent with the job description o f
TVE administrators. In the current structure o f the educational system, they play a
minimal role in the business and financial m anagem ent o f their institutions. These
institutions are supervised by a Board o f M anagement which employs business personnel
to manage its financial affairs and thus front-line administrators do not fill this role.
Similarly, TVE administrators perform marginal roles in school/community relations as
press releases and media contact are outside their domain. They are cognizant o f the
statute/legislative edict under which they function.
5. Although TVE administrators perceived the roles/functions to be very
important, they do not necessarily perceive that there was a correspondingly high need for
further preparation and continuing professional developm ent in the roles/functions.
There was little expressed need for further preparation and continuing professional
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development as they appear to be satisfied with their present situation. They do not
regard technical/vocational education as a viable alternative to classical studies and
therefore they do not need high levels o f professional development to perform their
administrative roies.
6.

Lower levels o f pre-service preparation require higher levels o f in-service

training.
7. Technical/vocational education administrators who work in Grammar
schools in Barbados do not attach the same level o f importance to their roles/functions as
TVE administrators as do administrators who worked in Newer secondary schools or in
"other" institutions.
8.

Technical/vocational education administrators who are tenured view their

administrative roles more importantly than administrators who are not tenured.
9. Technical/vocational education administrators have a clear understanding o f
their role as TVE administrators and their professional development needs.

Reflections
These findings have several implications for school administration in general
and for TVE administrators specifically in light o f the view that excellence in education
as in business institutions is directly related to the quality o f leadership provided by top
administrators. In today’s economy, population and business growth have increased
demand on the telecommunication infrastructure, and opportunities for training and
employment in industry have increased rapidly. Employment has shifted from
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manufacturing to the service sector and other growth occupations including trade,
transportation, and communication. These jobs will require greater technical skills than
previously needed, and TVE administrators must be positioned to provide the leadership
to direct that movement.
What is the role o f the school in the provision o f these technical skills?
Educational research says that effective schooling begins w ith an instructional leader who
is "visionary" and can manage others. Business leaders say that effective schools prepare
individuals for employment. They say that schools should provide students with basic
skill training, and skills to seek and hold a job. In order for students to gain marketable
job skills, they must be able to access education for employment programs. Should not
high schools design programs which will enable students to gain both academic and
employment-related skills? The answer is emphatically, yes.
What about the adult student who desires to learn a marketable job skill? The
study indicated that directing adult and continuing education programs was not as
important as other roles/functions for TVE administrators. These administrators did not
perceive this jo b function as having a high need for continuing professional development.
Who will serve the adult population? It is imperative that TVE administrators provide
the educational training that is required and that educational authorities ensure that
opportunities for such training are available. The Ministry o f Education needs to conduct
workshops aimed at sensitizing TVE administrators to the importance o f continuing
education and also widen their job responsibility to include continuing education training
in order to satisfy the need.
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Secondary technical/vocational education administrators have a variety o f
roles/functions to perform. These administrators can be found to hold positions in the
central office o f the M inistry o f Education, tertiary institutions, vocational centers.
Grammar schools, and Newer secondary schools. Does the importance o f these
roles/functions vary greatly within each institution in regard to the range in size o f
educational programs, num ber o f students enrolled in programs, or the number and
roles/functions o f other administrators within the educational setting? The study did not
address these questions as they were outside its scope, but these issues should form the
basis for future research.
These trends provide the framework for considering the important issues which
confront technical/vocational education. They have implications for technical/vocational
education programs and indeed TVE administration. TVE adm inistrators must become
technically proficient, be visionary, be able to predict future trends, and provide the type
o f administrative leadership that is responsive to current societal needs. Programs must
be implemented to constantly monitor, to study, and to institute change when necessary.
In light o f these trends, education authorities m ust consider the wisdom o f
appointing administrators only on the basis o f their educational expertise. The point m ust
be reached where training is available and potential TV E administrators can be selected
on both their educational and administrative expertise. Why must central government
alone be held responsible for funding such training? W hy cannot business and industry
assist administrators in continuing their professional developm ent? The development o f
human potential seems to be the ultimate task o f today's educators. Present leaders in
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technical/vocational education have a particular responsibility for developing highly
motivated, able leaders with a sense o f mission to improve the field and the skills to
accomplish it.

R ecom m endations
Based on the results o f this study, the following recommendations are made:
1. Higher education is seen as a limited affair, essentially academic, and
somewhat ineffective to the manpower needs o f the Barbadian community. As a
consequence, the Barbados government through the University o f the West Indies should
seek to set qualifying and certification standards for TVE administrators.
2. A comprehensive program for the professional preparation o f
technical/vocational education administrators should be implemented in order to (a)
sensitize them more fully to their role, and (b) improve their competence on the job.
3. Institutions which prepare secondarv-school administrators should develop a
mechanism that will provide for the continual updating and revision o f administrative
preparation courses so as to respond to the identified roles and functions o f TVE
administrators.
4. The Ministry o f Education should appoint an advisory group o f practicing
TVE administrators to conduct wide-scale workshops and seminars to deal with
weaknesses where observed, or to focus on continued professional development.
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5. Barbados scholarships and bursaries should be offered in the area o f
technical/vocational education and thus provide funding for individuals who want to
pursue undergraduate training in the field.
6.

Undergraduate and graduate degree programs should be introduced at the

University o f the West Indies in order to provide training relevant to available
educational opportunities.
7. Follow-up assistance should be provided, geared at working with TVE
administrators to determine how to make use o f their new knowledge and skills they have
acquired from new training and technical updating.
8.

Closer links should be established between education and training systems

by setting up training posts in firms, coordinated by die Ministry o f Education, in order
that prospective TVE administrators be provided with clinical and administrative
experience.
9. TVE administrators should establish professional groups aim ed at their
continuing professional development through discussion o f common problems, exchange
o f new ideas, and the discussion o f research finding.
10. Education institutions should forge more meaningful school/community
linkages in order to market technical/vocational education and to solicit financial support
to satisfy training needs.
In considering future research as a result o f diis study, the following
recommendations are presented:
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1. There should be an on-going university-based research effort to study the
changing role expectations for technical/vocational education administrators as well as
their need for further preparation.
2. Research should be carried out in order to ascertain the future employment
needs o f the country in order to devise curriculum strategies to meet such needs.
3. A similar study could be done in the primary-school setting in order to
compare such findings with the findings o f this study.
4. An alternative method o f research should be done to determine what
competencies are needed by TVE administrators to satisfy their professional developm ent
needs.
5. Research should be done in order to determine the roles/functions o f other
administrators within the educational setting.
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CUMMINS
Andrews University, Burman Hall 203 Berrien Springs MI 49104

May 4, 1995

Permanent Secretary
Ministry of Education
Bridgetown, Barbados
Attn: Mrs. Hinkson
Dear Mrs. Hinkson,
I the undersigned am pursuing a Ph.D Degree in Educational
Administration and Supervision at Andrews University, Berrien
Springs, Michigan.
I have chosen to do my dissertation in an
area that is relevant to education in Barbados.
The topic of my
study is Selected Roles/Functions of Technical/Vocational
Education Administrators in Barbados and the Need for Further
Preparation and Continuing Professional Development.
In order to do my research, the Human Subjects Review Board of
the University requires a letter indicating that permission is
granted to conduct the survey in educational institutions in
Barbados. I anticipate collecting information from
technical/vocation education administrators in the Ministry of
Education, Tertiary Institutions, and Secondary Schools where
technical/vocational education is delivered.
Please fax information or reply to Cecil Cummins, c/o Dr. Lyndon
Furst, School of Education, Andrews University, Berrien Springs,
MI, 49104. The fax number is (616) 471-6374.
Thank you in advance for your cooperation.
Sincerely,

Cecil I. Cummins, Ph.D Candidate
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CUMMINS
Andrews University, Burman Hall 203

Berrien Springs MI 4910

May 4, 1995

Technical/Vocational Education Administrators
Ministry of Education
Tertiary Institutions
Secondary Schools
Dear

,

I am a member of the Barbados Vice-Principals Association and I
am currently conducting a research study in order to better
understand the perceptions of practicing Technical-Vocational
Education Administrators in Barbados, about the range and
importance of selected roles/functions; and personal needs for
further preparation and continuing professional development.
The findings and analysis from the study will be useful in
supporting the suggested criteria for administrator
certification, and in increasing the awareness of individuals who
are responsible for recruiting trained-vocational education
administrators.
Please help me in this important research by taking approximately
15-20 minutes of your valuable time to complete the survey
instrument.
I plan to be in Barbados May 8-17 and would be
pleased to meet with you during that period.
Your individual
responses to this survey will remain confidential.
Thank you in advance for your consideration and cooperation.
Sincerely,

Cecil I. Cummins, Ph.D Candidate
Education Administration and Supervision
Andrews University
enc.
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G OVERNM ENT SECONDARY SCHOOLS

GRAMMAR SCHOOLS

NEWER SECONDARY

HARRISON COLLEGE
Q U EEN ’S COLLEGE
COM BERM ERE
ST. M ICHAEL’S
LODGE
ALEXANDRA
COLERIDGE & PARRY
FOUNDATION
ALLEYNE

DEIGHTON GRIFFITH
ELLERLISE SECONDARY
GARRISON SECONDARY
GRANTLY ADAM S MEMORIAL
LOUIS LYNCH SECONDARY
PARKINSON SECONDARY
PRINCESS M ARGARET
ST. GEORGE SECONDARY
ST. JAMES SECONDARY
ST. LEONARD’S BOYS
ST. LEONARD’S GIRLS
ST. LUCY SECONDARY
SPRINGER M EM ORIAL
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SURVEY QUESTIONNAIRE
P R E P A R A T IO N A N D C O N T IN U IN G P R O F E S S IO N A L D E V E L O P M E N T N E E D S
O F T E C H N IC A L /V O C A T IO N A L E D U C A T IO N (TV E ) A D M IN IS T R A T O R S
D IR E C T IO N S :
F or e a c h r o le d e s c r ip to r , p l e a s e p r o v id e t w o p i e c e s o f in fo r m a tio n : 1) I M P O R T A N C E T O Y O U R R O L E A S A T V E A D M I N I S T R A T O R .
( P l e a s e in d ic a te h o w im p o r ta n t t h is r o le /f u n c tio n is t o y o u r s u c c e s s a s a n a d m in is tr a to r . R e m e m b e r t h a t w e a r e lo o k in g fo r p e r c e p t io n s b a s e d
o n in d iv id u a l s itu a tio n ); a n d 2 ) Y O U R P E R S O N A L N E E D F O R F U R T H E R P R E P A R A T I O N A N D C O N T IN U IN G P R O F E S S IO N A L
D E V E L O P M E N T . ( P le a s e in d ic a t e t h e d e g r e e t o w h ic h y o u f e e l a n e e d f o r f u r th e r c o n tin u in g p r o fe s s io n a l d e v e lo p m e n t in o r d e r t o b e a s
e f f e c t i v e a s y o u w o u ld lik e t o b e in e a c h o f t h e r o le /fu n c tio n s lis t e d ). C ir c le o n l y o n g r e s p o n s e f o r e a c h f u n c t i o n .

IMPORTANCE TO ROLE AS
A TVE ADMINISTRATOR

NEED FOR FURTHER PREPARATION AND
CONTINUING PROFESSIONAL DEVELOPMENT

N o t Im p o rta n t 1 2 3 4 5 V e r y Im p o rta n t

No Need 1 2 3 4 5 Hinh Need

P R O G R A M P L A N N IN G . D E V E L O P M E N T A N D
E V A L U A T IO N
1.

S u r v e y s tu d e n t i n t e r e s t s .

1

2

3

4

5

1

2

3

4

5

2.

A n a ly z e la b o r d e m a n d d a ta

1

2

3

4

5

1

2

3

4

5

D ir e c t c o u r s e fp r o g r a m p la n n in g a n d

1 2

3

4

5

1

2

3

4

5

5

1

2

3

4

5

3.

d e v e lo p m e n t e f f o r t s .
4.

P r e p a r e a n a n n u a l p la n f o r d e liv e r in g
t e c h n ic a l- v o c a t io n a ll e d u c a tio n .

1

2

3

4

5.

P r e p a r e a 3 - 5 y e a r p la n f o r o v e r a ll
p r o g r a m im p r o v e m e n t.

1

2

3

4

5

1

2

3

4

5

6.

C o n d u c t c o u r s e /p r o g r a m r e v i e w s .

1

2

3

4

5

1

2

3

4

5

7.

C o n d u c t s tu d e n t fo llo w -u p s t u d ie s .

1

2

3

4

5

1

2

3

4

5

8.

A s s e s s s tu d e n t c o m p e t e n c y a n d g r a d in g
p roced u res.

1

2

3

4

5

1

2

3

4

5

9.

R e c o m m e n d c u r r ic u lu m r e v is io n s .

1

2

3

4

5

1

2

3

4

5

10.

W r ite p r o p o s a ls f o r t h e fu n d in g o f n e w
p r o g r a m s a n d t h e im p r o v e m e n t o f
e x is t in g p r o g r a m s.

1

2

3

4

5

1

2

3

4

5

11.

C o n t r a c t in s tr u c tio n a l p r o g r a m s w i t h
b u s in e s s a n d in d u str y .

1

2

3

4

5

1

2

3

4

5

12.

D e v e lo p s u p p le m e n ta l/r e m e d ia l
in s tr u c tio n a l p r o g r a m s t o m e e t s tu d e n t
n eed s.

1

2

3

4

5

1

2

3

4

5
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INSTRUCTIONAL MANAGEMENT

13.

E s ta b lis h in s tr u c tio n a l p r o g r a m e n tr y a n d
c o m p le t io n r e q u ir e m e n ts .

1

2

3

4

5

1

2 3

4

5

14.

E s t a b lis h s tu d e n t r u le s a n d p o lic ie s .

1

2

3

4

5

1

2 3

4

5

15.

P r o v id e s t u d e n t d is c ip lin e .

1

2

3

4

5

1

2 3

4

5

IS .

P rep a re a stu d e n t h a n d b oo k .

1

2

3

4

5

1

2 3

4

5

17.

P r e p a r e a m a s t e r s c h e d u le o f
c o u r s e /p r o g r a m o f f e r in g s .

1

2

3

4

5

1

2 3

4

5

1 8 . G u id e s t a f f in s e l e c t in g a n d u s in g
e f f e c t i v e in s tr u c tio n a l s t r a t e g i e s .

1

2

3

4

5

1

2 3

4

5

19.

D ir e c t t h e c o o p e r a t iv e e d u c a tio n
program .

1

2

3

4

5

1

2 3

4

5

20.

G u id e s t a f f in in te g r a tin g a n d
a r t ic u la t in g t h e t e c h n ic a l- v o c a t io n a l
p r o g r a m w it h t h e t o t a l e d u c a tio n a l
program .

1

2

3

4

5

1

2 3

4

5

21.

P r o m o t e t h e in te g r a tio n o f v o c a t io n a l
s t u d e n t o r g a n iz a tio n a l a c t iv it ie s w ith in
t h e in s t r u c t io n a l p r o g r a m .

1

2

3

4

5

1

2 3

4

5

22.

P r o v id e te c h n ic a l a s s i s t a n c e in t h e
d e v e lo p m e n t o f c u s to m iz e d tr a in in g
p r o g r a m s f o r b u s in e s s a n d in d u str y .

1

2

3

4

5

1

2 3

4

5

23.

D ir e c t t h e a d u lt a n d c o n tin u in g e d u c a tio n
p ro gram s.

1

2

3

4

5

1

2 3

4

5

24.

G u id e t h e a r tic u la tio n o f s e c o n d a r y a n d
p o s t s e c o n d a r y t e c h n ic a l-v o c a t io n a l
e d u c a tio n p r o g r a m s .

1

2

3

4

5

1

2 3

4

5

25.

A p p r o v e s e l e c t io n o f in s tr u c tio n a l
e q u ip m e n t.

1

2

3

4

5

1

2 3

4

5

26.

A p p r o v e s e l e c t io n o f in s tr u c tio n a l
s u p p lie s a n d m a te r ia ls .

1

2

3

4

5

1

2 3

4

5

27.

P r o v id e f o r a s t u d e n t r e c o r d -k e e p in g
sy stem .

1

2

3

4

5

1

2 3

4

5

28.

C o n d u c t s t u d e n t o r ie n ta tio n a c t i v i t ie s .

1

2

3

4 5

1

2 3

4

5

PERSO N NEL M A NA G EM EN T
29.

A s s e s s p r o g r a m s t a f f in g r e q u ir e m e n t s .

1

2

3

4

5

1

2 3

4

5

30.

P r e p a r e jo b d e s c r ip t io n s a n d
r e q u ir e m e n t s .

1

2

3

4

5

1

2 3

4

5
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31.

P repare a p erso n n el h an d b oo k .

1

2

3

32.

I n te r v ie w p o t e n tia l s t a f f .

1

2

3

4

5

1

2

33.

S c h e d u le s t a f f w o r k lo a d s .

1

2

3

4

5

1

34.

P r o v id e fo r a s t a f f r e c o r d -k e e p in g
sy stem .

1 2

3

4

5

35.

C o n d u c t s t a f f m e e t in g s .

1

2

3

4

36.

P r e p a r e b u lle tin s a n d o t h e r

1

2

3

4

5

1

2

3

4

5

3

4

5

2

3

4

5

1

2

3

4

5

5

1

2

3

4

5

4

5

1

2

3

4

5

c o m m u n ic a t io n s d e s ig n e d t o k e e p s t a f f
in fo r m e d .
37.

E v a lu a te s t a f f p e r fo r m a n c e .

1

2

3

4

5

1

2

3

4

5

38.

C o n d u c t s t a f f o r ie n ta tio n a c t i v i t ie s .

1

2

3

4

5

1

2

3

4

5

ST A FF DEVELOPM ENT
39.

A s s e s s s t a f f d e v e lo p m e n t n e e d s .

1

2

3

4

5

1

2

3

4

5

4 0 . C o n d u c t w o r k s h o p s a n d o th e r i n s e r v ic e
p r o g r a m s.

1

2

3

4

5

1

2

3

4

5

41.

A r r a n g e fo r w o r k s h o p s a n d in s e r v i c e
p r o g r a m s.

1

2

3

4

5

1

2

3

4

5

42.

A r r a n g e f o r s t a f f e x c h a n g e s w it h
b u s in e s s a n d in d u s tr y .

1

2

3

4

5

1

2

3

4

5

43.

E v a lu a te s t a f f d e v e lo p m e n t p r o g r a m s .

1

2

3

4

5

1

2

3

4

5

P R O F E S S IO N A L R E L A T IO N S A N D S E L F 
DEVELOPM ENT
4 4 . D e v e lo p e f f e c t i v e in te r p e r s o n a l s k il ls .

1

2

3

4

5

1

2

3

4

5

4 5 . P a r tic ip a te in p r o fe s s io n a l o r g a n iz a t io n s
r e la te d t o te c h n ic a l- v o c a t io n a l
e d u c a tio n .

1

2

3

4

5

1

2

3

4

5

46.

P a r t ic ip a t e in p r o fe s s io n a l o r g a n iz a t io n s
o th e r th a n t e c h n ic a l-v o c a t io n a l
e d u c a tio n .

1

2

3

4

5

1

2

3

4

5

47.

P a r tic ip a te in p r o fe s s io n a l d e v e lo p m e n t
a c t iv it ie s f o r s e lf - im p r o v e m e n t .

1

2

3

4

5

1

2

3

4

5

48.

M o d e l p r o f e s s io n a l im a g e th r o u g h
p e r so n a l a p p e a r a n c e a n d c o n d u c t .

1

2

3

4

5

1

2

3

4

5

49.

A p p ly in fo r m a tio n fr o m p r o f e s s io n a l
jo u r n a ls, r e p o r ts a n d r e la t e d m a t e r ia ls
fo r s e lf - im p r o v e m e n t .

1

2

3

4

5

1

2

3

4

5

50.

A p p ly t im e m a n a g e m e n t t e c h n iq u e s t o
p e r so n a l w o r k a s s ig n m e n t s .

1 2

3

4

5

1

2

3

4

5

i
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51.

D e v e lo p c o o p e r a tiv e p r o b le m s a lv in g a n d
d e c is io n m a k in g s k ills .

1 2

3

4

5

1

2

3

4

5

52.

A s s e s s p e r s o n a l p e r fo r m a n c e a s a n
a d m in is tr a to r .

1 2

3

4

5

1

2

3

4

5

S C H O O L -C O M M U N IT Y R E L A T IO N S
5 3 . D e v e lo p a m a r k e tin g p la n f o r p r o m o tin g
t e c h n ic a l- v o c a t io n a l e d u c a tio n .

1

2

3

4

5

1

2

3

4

5

54.

P a r tic ip a te in c o m m u n ity a c t i v i t ie s .

1

2

3

4

5

1

2

3

4

5

55.

C o o r d in a te t e c h n ic a l- v o c a tio n a l
e d u c a tio n p r o g r a m s w it h o th e r
c o m m u n ity job tr a in in g p r o g r a m s

1

2

3

4

5

1

2

3

4

5

56.

I n v o lv e c o m m u n ity le a d e r s (p o litic a l a n d
n o n p o litic a l) in s c h o o l p r o g r a m s a n d
a c t iv it ie s .

1 2

3

4

5

1

2

3

4

5

57.

C o n d u c t r e c o g n itio n p r o g r a m s f o r
s t u d e n t s , s t a f f a n d c o m m u n ity
s u p p o r te r s .

1 2

3

4

5

1

2

3

4

5

58.

M a k e in fo r m a tio n a l p r e s e n t a t io n s t o t h e
p u b lic .

1 2

3

4

5

1

2

3

4

5

5 9 . P la n f o r e x h ib its a n d d is p la y s .

1

2

3

4

5

1

2

3

4

5

6 0 . W r ite n e w s r e le a s e s fo r s c h o o l a n d a r e a
m e d ia .

1

2

3

4

5

1

2

3

4

5

61.

1

2

3

4

5

1

2

3

4

5

C o n d u c t o p e n h o u s e a c t i v i t ie s .

FA C ILITIES A N D E Q U IP M E N T
62.

P la n s p a c e r e q u ir e m e n ts fo r p r o g r a m s .

1

2

3

4

5

1

2

3

4

5

63.

S u b m it b u ild in g a n d e q u ip m e n t
s p e c if ic a t io n s .

1

2

3

4

5

1

2

3

4

5

64.

D e v e lo p a p la n fo r rep a ir a n d
m a in t e n a n c e o f e q u ip m e n t a n d f a c i li t ie s .

1 2

3

4

5

1

2

3

4

5

65.

M a in ta in a n e q u ip m e n t a n d s u p p ly
in v e n to r y s y s t e m .

1

3

4

5

1

2

3

4

5

66.

E s t a b lis h a lo n g -r a n g e p la n f o r
a c q u is it io n o f n e w e q u ip m e n t.

1 2

3

4

5

1

2

3

4

5

67.

C o m p ly w it h h e a lth a n d s a f e t y l a w s a n d
r e g u la t io n s .

1 2

3

4

5

1

2

3

4

5

68.

D ir e c t a s a f e t y a w a r e n e s s p r o g r a m .

1

3

4

5

1

2

3

4

5

69.

E s ta b lis h e m e r g e n c y p la n s ( s u c h a s f ir e
a n d d is a s t e r ) .

1 2

3

4

5

1

2

3

4

5

2

2
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r

70.

S c h e d u le f a c ilit y u s e b y c o m m u n ity
m em b ers.

1

71.

P r e p a r e r e n o v a tio n a n d a lte r a tio n p la n s

1

2 3

2

3

4

5

1

2

3

4

5

4

5

1

2

3

4

5

B U S IN E S S A N D FIN A N C IA L M A N A G E M E N T
72.

E s t a b lis h p u r c h a sin g a n d p a y m e n t
p roced u res.

1

2 3

4

5

1

2

3

4

5

73.

P rep a re b u d g ets.

1

2 3

4

5

1

2

3

4

5

74.

A d m in is te r b u d g e t s .

1

2 3

4

5

1

2

3

4

5

75.

A d o p t a n a p p r o p r ia te fin a n c ia l
a c c o u n t in g s y s t e m .

1

2 3

4

5

1

2

3

4

5

76.

A n a ly z e t h e c o s t o f o p e r a tin g v a r io u s
in s t r u c tio n a l p r o g r a m s.

1

2 3

4

5

1

2

3

4

5

77.

L o c a t e s o u r c e s o f fu n d s f o r p r o g r a m
d e v e lo p m e n t a n d o p e r a tio n .

1

2 3

4

5

1

2

3

4

5

78.

A p p r o v e r e q u is itio n s a n d w o r k o r d e r s .

1 2

5

1

2

3

4

5

79.

R e s p o n d t o b u s in e s s c o r r e s p o n d e n c e .

1

3
2 3

4
4

5

W h at is y ou r gen d er?
a.
_ _ _ m a le
b.
_ _ _ f e m a le
W h a t i s y o u r a g e g ro u p ?
a.
b.
c.
d.
e.
82.

H o w lo n g h a v e y o u b e e n a n a d m in is tr a to r o f v o c a t io n a l- t e c h n ic a l e d u c a tio n p r o g r a m s?
a.
b.
c.
d.
e.

83.

_ _ _ under 3 0 y ea rs o f a g e
_ _ _ 3 1 to 4 0 y ea rs o f a g e
__ 4 1 t o 5 0 y e a r s o f a g e
_ _ _ 5 1 to 5 5 y ea rs o f a g e
_ _ _ o ver 5 5 years o f a g e

__ _ 0 - 5 years
_ _ _ 6 • 1 0 years
_ _ _ 11 - 1 5 years
_ _ _ 1 6 - 2 0 years
_ _ _ over 2 1 years

A t p r e s e n t , w h a t is y o u r jo b s t a t u s ?
a.
b.
c.
d.
e.

_ _ _ te m p o r a r y
_ _ _ perm anent
_ _ _ a c tin g
_ _ _ a p p o in te d
_ _ _ o th e r

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

84.

At present from what type of educational setting are you employed.
a.
b.
c.
d.
e.

85.

A t p r e s e n t , w h a t i s t h e h ig h e s t le v e l o f e d u c a tio n r e c e iv e d ?
a.
b.
c.
d.
e.

86.

__ " 0 " o r ” A " le v e ls
D ip lo m a
_
B .A .
M .A .
D o c to r a te d e g re e

W h a t w a s y o u r m a jo r f o c u s o f s tu d y in y o u r u n d e r g r a d u a te d e g r e e p r o g r a m ?
a.
b.
c.
d.

87.

M in istr y o f E d u c a tio n
T e r tia r y I n stitu tio n
V o c a tio n a l C e n te r
G ra m m a r S c h o o l
N ew er Secon dary

g e n e r a l e d u c a tio n
v o c a t io n a l e d u c a tio n
s p e c ia l e d u c a tio n
o th e r

W h a t w a s y o u r m a jo r f o c u s o f s tu d y in y o u r g r a d u a te d e g r e e p r o g r a m ?
a.

g e n e r a l e d u c a tio n a d m in is tr a tio n

b.
c.
d.
e.

v o c a t io n a l e d u c a tio n a d m in is tr a tio n
s p e c ia l e d u c a tio n a d m in is tr a tio n
g u id a n c e a n d c o u n s e lin g
o th e r
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